DOCUMENT RESUME 



HE 003 113 

Schoen, Kathryn T. ; And Others 

Report of the Ad Hoc Committee to Review the Status 
of Women at The Ohio State University, Phases I and 
II. 

Ohio State Univ. , Columbus. 

1 Apr 71 
360p. 

MF-$0.65 HC-$13. 1 6 

Adult Education; Equal Opportunities (Jobs) ; 
♦Feminism; ^Higher Education; ♦Sex Discrimination; 
♦Women Professors; ♦Womens Education; Working 
Women 



In the late suxnmer of 1970, an Ad Hoc Cqmmittee at 
the Ohio State University was appointed (1) to review tlge status of 
all women at the University; and (2) to submit a report of the 
findings and recommendations. The Committee consisted of 3 
undergraduate students, 1 graduate student, 2 administrative 
personnel, and 3 faculty members, one of whom served as chairman. The 
Committee was then broken down into 4 task forces: (1) the 

subcommittee to review undergraduate admissions policies, selection 
criteria, recruitment, financial assistance, counseling, and 
continuing education opportunities for women; (2) the subcommittee to 
review graduate admissions policies, selection criteria, recruitment, 
counseling, and financial assistance; (3) the subcommittee on 
employment to review hiring and compensation policies, fringe 
benefits, policies and guidelines for administrative and professional 
employees, tenure and promotional opportunities, and services, 
facilities and special programs available to women; and (4) the 
subcommittee on university committee assignments to review how 
students, faculty and staff are selected to serve on various 

committees. The findings and recommendations are presented in this 
document. (HS) 



ED 062 959 

AUTHOR 

TITLE 



INSTITUTION 
PUB DATE 
NOTE 

EDRS PRICE 
DESCRIPTORS 



ABSTRACT 



/ t '^ ED 062959 



IRE no STATE UNHERSITV 



AD HOC COMIMinEE ON THE 



STATUS OF WOMEN 



U.S. DEPARTMENT OF HEALTH. 

EDUCATION & WELFARE 
OFFICE OF EDUCATION 
THIS DOCUMENT HAS BEEN REPRO- 
DUCED EXACTLY AS RECEIVED FROM 
THE PERSON OR ORGANIZATION ORIG- 
INATING IT. POINTS OF VIEW OR OPIN- 
IONS STATED DO NOT NECESSARILY 
REPRESENT OFFICIAL OFFICE OF EDU- 
CATION POSITION OR POLICY. 



APRIL U971 



I ^ 

lERlC 



1 





TIE OHO STATE ONIVEIISITY 



AD HOC COMMITTEE ON THE 

STATUS OF WOMEN 






APRIL 1.1971 



REPORT OF THE AD HOC GnM4ITTEE 
TO REVIEW THE STATUS OF WOMEN 

at 

The Ohio State University 
Phases I and II 
April 1, 1971 



Kathryn T. Schoen, Chairman 

Norma Bugoci 
Pamela Conrad 
Rachel M. Hubbard 
Imogene M. King 
Karen Mason 
Robbie T, Nash 
Madison H. Scott 
L, Lee Walker 



o 



3 



TABLE OF OOffEENTS 



Phase I Page 



PART I - INTRODUCTION 1 

Purpose 1 

Comndttee 2 

Limitations 2 

Methodology 2 

Schedule 4 

PART II - UNDERGRAEU/iTE STUDENT REPORT 6 

Introduction 6 

Admissions Policies 8 

Rccomnendations 9 

Recruitment 10 

Rec(mBiiendations 12 

Financial Assistance 13 

Recomoendations 14 

Counseling IS 

General Observations 17 

Problem F6xmulation 18 

Methodology 19 

The Interviewers 20 

Selection of Departments 20 

Selection of Faculty 21 

Data 23 

Findings 24 

Recomniendations 33 

Continuing Education 33 

Recommendations 37 

PART III - GRADUATE STUDEOT REPORT 38 

Introduction 38 

Admissions 39 

Applications 39 

Reconsnendations 42 

Policies and Attitudes 44 

Methodology 44 

Selection Criteria 45 

Recruitment 48 

Financial Assistance 49 

Results 51 

Reconoendations 57 



o 

ERIC 



Page 



PART IV - PHASE I SUff<ARY RECCWMENDATIONS 58 

Depurtsnental Action 58 

Recruitment 58 

Admissions Policies 59 

Counseling and Advising 59 

Continuing Educatic/n Division 59 

Central Administration Action 60 

Admissions Policies 60 

Unresolved Problem Situations 60 

Pl iase II 

PART V - EMPLOYMENT POLICIES, OPP(»TUNITIES, PRACTICES 62 

Introduction 62 

Methodology 63 

Faculty 65 

Recruitment 65 

Appointment, Promotion and Tenure 66 

Salaries 69 

Benefits 71 

Administrative and Professional Bnployees 72 

Recruitment 72 

Appointment, Promotion and Tenure 72 

Salaries 73 

Benefits 73 

Civil Service Enq)loyees 76 

Recruitment 77 

Promotions 78 

Salaries 79 

Benefits 79 

Sumnary 83 

Services and Facilities Available to Women 84 

Conclusions and Recomnendations 87 

PART VI - UNIVERSITY COMMITTEE ASSIOWEITTS 91 

Introduction 91 

Methodology 91 

Findings 94 

Conclusions 98 

Recommendations 98 

Supplement to Task Force 4 Interviews 100 

PART VII - PHASE II SUhWARY RECOMMENDATIONS 101 

PART VIII - ADDITIONAL OBSERVATIONS AND RECCrMENDATljONS 103 

Related Studies 105 

Recommendations 117 




• m 
11 



5 



APPENDICES 





Phase 1 


Page 


A. 


Ccnmittee Mbnbexs 


1 - 4 


B. 


Honoraries 


1 - 11 


c, 


Student Handbook 


1 - 8 


D. 


Recruitment Survey 


1 - 11 


E. 


Financial Aids 


1 - 14 


F. 


Undergraduate Questionnaire 


1 - 5 


G. 


Continuing Education Literature 


1 - 3 


H. 


Graduate Questionnaire 


1 - 6 


I, 


Office of Women *s Affairs 


1 - 5 




Phase 11 






Analysis of Appendices Jr K, and L 


1 - 6 


J. 


University Personnel Counts 


1 - 8 


K. 


Salary Analysis - University 


1 - 46 


L. 


Salary Analysis - Faculty 


1 - 60 


M. 


CoDinittee Analysis 


1 - 32 




LIST OF TABLES 



Table P hase 1 Page 

1. Undergraduate Sunrey Sunmary Statistics 23 

2. Suimary of Question I 27 

3. Sunmary of Question II 29 

4. Sunmary of Question HI 30 

5. Sunmary of Question V 33 

6. O.S.U. Enrollments, 1969-70 42 

7. O.S.U. Professional Schools, 1969-70 43 

8. Task Force 2 Survey Results 45 

9. Selection of Graduate Departments 48-49 

10. Survey Results Fellowships 54 

11. Survey Results Teaching Assistants 55 

12. Survey Results Graduate Enrollments 56 

Phase II 



13. Task Force 4 Individuals to be Inter/iewed 95 

14. College and School Gonmittees 99 





Part I 



INTRODUCTION 

liducational institutions such as The Ohio State University 
must constantly address themselves to the problems of policies, 
customs and attitudes which might serve as barriers to the development 
and utilization of human resources. Unfortunately, our society has 
historically wasted or under -utilized the human resources of women. 

In order to correct any inequities which might prevent the full 
realization of the potential development of women in this Ihnversity, 
Dr. Fdward Q. >toulton, Vice President for Administrative Operations 
and Secretary of the Board of Trustees , appointed an Ad Hoc Comnittee 
on August 26, 1970 to assess the situation. In his original letter of 
appointment to the committee members^ he stated, ’This report should 
contain a comprehensive survey of the existing situation at this 
University as well as recoiranendations which, hopefully, will result 
at an early date in a fully equivalent status for women that men 

enjoy at tJiis University," 
l\irpuse 

The specific charge to the comnittee was two- fold: 

1. ) to review the status of all women at The 

Otiio State University, and 

2. ) to submit a report of the findings and 

recommendations . 

•llic date established for conqjletion of the comprehensive report was 
March 1, 1971. 




Four changes were made 
before the actual project was 
were substituted. 



in the original conmdttee of seven 
operating. Two members were added; 
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two 
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Committ ee 

The Cownittee consisted of three undergraduate students, 
one graduate student, two administrative personnel, and three faculty 
members, one of \A\cm served as Ciairman. (See Appendix A) Task forces 
and consulting personnel were added later. (See Appendix A) 

Limitations 

Since each ccnmittee mi-imiber was fully obligated in other 
responsibilities, it was often ianpossible to study specific areas 
other than in a superficial way. Many of the members also lacked 
expert'.se in research investigations. Often it was not feasible to 
redesign the approach vdien certain probes were demanding extensi>re 
time carmitments or did not appear to be yielding fruitful results. 

Thus the report was not as conprehensive in scope as was originally 
hoped. Yet as an initial or pilot study, certain trends were noted 
and indications for further research became evident. 

Methodology 

Only four of the comnittee members were on campus to 
respond to the first meeting called in September. Therefore, it 
vras not until October, after the beginning of Autumn Qiarter, 1970, 
that the group was able to define areas of study. 

It was decided to explore the general areas suggested in a 
earlier proposal submitted to university administration requesting a 
study of the feasibility of establishing a Comnission on Women's 
Affairs. Each area to be reviewed was to have ccnmittee representation 
with additional people to be selected when necessary for the task 
forces. To expedite communication. Ad Hoc Committee riesiibers served 
as liaison for the primary comnittee and their specific task forces 
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in sufanitting prognss reports. C^ly occasionally did any task 
force personnel meet with the Ai Hoc Connittee. Copies of all 
ccniittee minutes were sent to Dr. Moulton. 



Task Forres and their assignments were as follows: 



Task Force I 


- Sub^Connittee to review undergraduate admissions 
policies, selection criteria, recruitment, financial 
assistance, counseling, and continuing education 
cppertunities for wonen. 


Task Fbrce 2 


Sub-connittee to review graduate admissions policies, 
selection criteria, recruitment, counseling, and 
financial assistance. 



Task Force 3 Sub-tJcmmittee on cnployment to review- hiring ana 



Task Force 4 


compensation policies, fringe benefits, policies 
and guidelines for administrative and professional 
esiployees, tenure and promotional opportunities, 
and services and facilities and special programs 
available to women. 

Sub- committee on university conmittee assignments 
to review how students, faculty, and staff are 
selected to serve on various committees. 



The Chainnan cooixiinat<jd activities, conpiled and •'dited the final 
report. 

After Task Force 1 began their review, it was decided to 
include in their report a section on campus honorary societies. 

(Appendix B) and statements fron tha Student Handbook (Appendix C). 

Data collected for the Equal Enployment Opportunity and 
the Affirmative Action Program vicsre coordinated with the report of 
Task Force 3. 

Each Task Force was to establish its ena method for collecting 
data and to submit to the Oomnittee periodic progress reports. The 
Conmittee also served as an advisory group to assist the task forces 
in making decisions. The services of the Office of Administrative 
Research were also made available to assist in the review. 

Schedule 

Written task force reports were to be submitted to the 
Chainwm by February 5 so that a combined report might be prepared and 
reviewed by the Otmmittee before the March 1 deadline. Three of the 
task forces met the deadline, but because of factors beyond the 
control of the Ad Hoc Committee, the remaining task force was unable 
to obtain critical information until March 8. With this unexpected 
crisis, the ccmmittee decided to prepare the final report in two 
phases. The Phase I report consisted of the Introduction, Task Force 
Reports 1 and 2 (which reviewed undergraduate and graduate areas) 
and Recommendations. The Phase II report discussed the areas 
reviewed by Task Forces 3 and 4 (faculty, staff, and conmittee 
appointments) and included recomnendations. This second portion of 
the total report also summarized the conclusions and recommendations 
of all task forces. 
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Dr. Moulton agreed to this plan of action with the total report 
consisting of two phases scheduled for submission April 1, 1971. 

Methodology and interpretation for each sub-cc 3 rmittee were 
discussed in the separate reports which were reviewed and approved 
by the Ad Hoc Connittee. 



12 



o 

ERIC 






PAFT II 

UNDKRGRADUATE STUDENT REPORT 
TASK lURCE 1 

Introciuction 

Task Force 1 was composed of Ad Hoc Committee members 
Pamela Conrad, Lee Walker, and Dr. Rachel Hubbard. Subsequently 
this group was aided in one phase of its study by six senior 
students in the Colleges of the Arts and Sciences with consultation 
from Meredith Gonyea, Assistant Director of the Office of 
Administrative Research. 

Task Force 1 reviewed the status of undergraduate women 
and the areas of investigation were: 

1. General university and college admissions policies, and 
tlie criteria employed by the various academic departments 
for the selection of undergraduate students into their 
programs . 

2. Recruitment policies and activities of the various 
academic departments. 

3. Policies and practices of the university concerning the 
administering of financial assistance, and the present 
situation with respect to undergraduate women receiving 
support. 

4. Counseling and advising practices as applied in behalf 

2 

of women undergraduates. 

^ Modification of the object of stu^ in area 4 (counseling and 
advising) was necessitated after investigation began. The 
background for this decision to modify 4 is detailed in the 
report which follows. 
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S. Contimiing education opportunities offered by the 
university, as women are affected by them. 

These five areas were considered because they were perceived 
to be the most important points of formal contact between the 
university and the undergraduate student. These contact points 
affect encouragement toward entrance into the university itself and 
into particular programs and fields of study; the granting of 
financial assistance; and planning for a future occupation or study. 
Differences of attitude toward men and women in the administering of 
any of these activities may carry critical implications for an 
undergraduate woman and/or man. 

In attempting to docunent as comprehensively as possible the 
existing situation in all five areas, the Task Force experienced the 
following limitations: lack of time, money, experience, and 

quantitative data. The final reconmendations are based on a sample 
of qualitative data and idiat quantitative information was available. 
Scientific analysis was not considered to be a goal, but rather 

to document, as well as possible, those areas of need where 
changes might be made. . 

In those areas where the data suggested recommendations for 
change but were not significant enough to indicate immediate 
implementation of recommendations, the Task Force urges a 
professional, detailed, and analytical study. 
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Admissions Policies 

University: The following policy statement on the admission of 

resident and non-resident undergraduate students which will appear in 
the 1971-72 catalog series was furnished by Edward E. Rhine, Acting 
Director of Admissions: 

A graduate of an accredited high school who is a resident of 
Olio and vtfio has never attended college may be accepted for 
adnission as a regular freshman student. The University, 
however, may determine tlie quarter of initial enrollment of 
freshmen in accordance with available resources. Out-of-state 
students who have demonstrated the academic ability to succeed at 
Olio State will be considered for admission as freshmen. 

Academic performance in high school , test scores , and pr^cipal 
or counselor recOTinendations will be evaluated to determine 
eligibility for admission. 

A person who has attended another college or university is 
welcome to apply for admission to an undergraduate college of 
The Olio State University as an undergraduate transfer applicant. 
The eligibility and acceptance of such an applicant are determined 
through careful consideration of his previous academic record and 
his proposed program. In general, an applicant for admission must 
submit a record of good standing with at least a C (2.00) average 
in all course work attempted at all other colleges attended. Non- 
resident transfer applicants must present ^ove average academic 
credentials. (A cumulative point -hour ratio of 2.25 or above is 
required for admission to the undergraduate professional teacher 
education program in the College of Education) , 

Colleges: To determine if there are specific admissions 

requirements within any of the Undergraduate Colleges , the admissions 

statement within each College catalogue was reviewed. The Undergraduate 

Colleges specify course requirements to be met before transfer from 

University College to the specific College. 

Only the College of Education and the undergraduate professional 

programs within the School of Allied Medical Professions required a 

cumulative point hour higher than that required by tlie University. The 

College of Education requires a cumulative point hour ratio of 2.25 for 

admission to teacher education programs; a 2.0 is required for those 
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students not in teacher education. 

ITie various pro^jrams witliin tlie School of Allied Medical 
Professions require pre -professional preparation and have selective 
admission. Admission is on the basis of grades, personal interview, 
and healtli evaluation. The Medical Dietetics program requires a 
cumulative point hour ratio of 2.2. The number selected for each of the 
programs is determined by the educational and clinical facilities 
available. 

The College of Pharmacy requires one year of pre -pharmacy work 
with a point hour ratio of 2.0. This was the only catalogue with a 
statement "open on equal terms to bcth men and women" included. 
On the otlier hand, the College of Dentistry catalogue requirements for 
admission to Dental Hygiene state "open only to women" even though the 
Dentistry curriculum is open to both men and women. 

'Ihis review would indicate that college admissions policies , in 
general, are very similar if not identical to the university 
requirements. Since freshmen are now admitted through University 
College, specific requirements have been spelled out for admission to 
the specific colleges. These differ only in specifics, not in 
principle . 

Recommendat ion s 

1. As the University moves toward selective admissions, every 
precaution should be taken to prevent any discriminatory practices 

I 

I from being unintentionally included in the statement of admissions 

policy. 

2. The College of Dentistry is urged to reconsider the "women only' 
requirement for admission to the Dental Hygiene program. 

16 
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Recruitment 

To determine departmental and division recruitment policies, a 
questionnaire (see Appendix D) was designed and distributed with Vice 
President Moulton's cover letter o:3 e)q)laii3tion (see Appendix D) through 
the campus mail system. A questionnaire was sent to those departments 
and divisions identified as having a separate teaching faculty and 
granting an undergraduate degree. Seventy- five questionnaires were 
mailed. Fifty-one of the questiorjiaires were completed and returned; 
twenty-four were not returned. (See Appendix D) 

Data collected from departmeiits and divisions which responded are 
sunmarized in Appendix C. Of the total respondents 57 percent said 
they had no difficulty in attracting women into their area and 26 
percent responded theyhad great difficulty attracting wcffien. Conparison 
of data suggested four trends. When areas traditionally attractive to 
women (e.g. , home economics, nursing, medical technology) were removed 
from this comparison, the figures became more significant with 50% 
percent having no difficulty and 50% percent having difficulty. 

Those departments that had difficulty attracting women were 
examined to determine the type of recruitment activities used. 

Fifty percent of the departments stating they had difficulty 
attracting women used foimal contact while 13 percent used an informal 

means of contact. 

A third conparison was between the effect of the literature used 

j 

by a department or division in recruiting and their level of difficulty 
in attracting women into their area. Twenty -six departments and/or 
divisions had some kind of literature to distribute to prospective 
students. Eleven, or 42 percent, of those departments using brochures 
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reported no difficulty in attracting women. IVelve, or 46 percent, 
reported having from some to great difficulty in attracting women. 

'11\rce departments with brochures did not answer the question concerning 
difficulty in attracting women. In view of this apparent trend, a review 
was made of each department's or division's brochures to make a further 
comparison. In an attempt to quantitatively measure the appeal of the 
literature to both men and women, the number of men and women figures 
in illustrations of students and/or staff were counted for all 
twenty- two departments or divisions that used brochures and reported 
either difficulty or no difficulty in attracting women. An average was 
then taken to get a percentage of the total figures illustrated which 
were of men versus those that were figures of women. The result for 
those areas witli difficulty attracting women was that 93 percent of the 
pictures were of men and 7 percent were of women. Of those departments 
with no difficulty attracting women, 45 percent of the pictures were men 
and 55 percent were wemen. Although tliese results must be viewed in 
light of traditional societal perceptions of such occupations as .Nursing 
and Welding lingineering , the results still seem significant and worth 
further investigation. 

Task Force 1 reported two incidental exanples, one of "encouraging” 
literature and one of "discouraging" literature as it relates to women 
entering two fields. The Department of Agricultural Engineering 
includes in its literature an article reprinted from a national 
magazine: "Wanted: More Women in Agricultural Engineering," written 

by an O.S.U. professor. The Department of Agronomy, on the other hand, 
has a quote in one of its brochures , "Although scHne aspects of Agronomy 
hold limited prospects for women, teaching is a wide-open field." 
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Recomniendations 

All departments are urged to review their recruitment procedures 
and literature in an attempt to attract qualified women and encourage 
liigh school women. This is particularly important for those departments 
handicapped by societal perceptions. 
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Financial Assistance 
Student Financial Aids Program 

Hie following information was furnished by Rodney J. Harrison, 
Director, Student Financial Aids, concerning the three major federal 
student aid programs administered by his office. (See Appendix £) 

The percentage distribution of the federal aid programs was 52 
percent to men and 48 percent to women. For Autumn Quarter of 1968-69, 
the total university enrollment was approximately 62 percent men and 
35 percent women (taken from *][he Annual Report of the Registrar for 
1968-1969) . 

The formula used in determining need for the educational 
opportunity grants assisnes that savings from sunmer earnings is $100 
less for females than males; this gives females an advantage for this 
assistance. 

There are additional scholarship programs available but most have 
some restrictions attached as to college of enrollment, major, 
residence, etc. Information on recipients of these various scholarships 
is not readily available. These are primarily handled through the 
Development Fund and are consistent with University policy. 

Selection of recipients for financial aid is handled by a 
committee conned of: six faculty, one is Qiaiman; five students, 

three undergraduate, one graduate, and one professional; and four 
administrators, Vice President Ted Robinson, Dean Bader, Mr. Rhine from 
Admissions, and Richard Mall from Alumni Office. Mr. Harrison serves as 
Secretary without vote. This committee sets policy and selection 
procedures. The basic criteria are need, academic ability, and limited 
resources. (See Appendix E) 

20 
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'Hie Student Financial Aids Office also handles the Student 
linploymont Program. A brochure anil minimum wage scale for these 
programs are attached. (See ^peniix E) 

There is no differentiation in wages between male and female. 
However, this does not necessarily mean that there is not sane feeling 
about available jobs as to their being for one or the other. 

Recamnendations 

1. The practice of avoiding built-in discrimination in 
scholarships received from private donors should be 
continued. 

2. The present non-discriminatory practices of awarding 
financial aid should be encouraged. 
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Counseling 

Initially, Task Force 1 desired to conduct tliis phase of tlie 
study in two areas: 

1. Witli reference to professional counseling activities of tlie 
University Counseling Center and the counselors in tlie 
college offices. 

2. With reference to faculty advisers within each department 
wiio direct undergraduate majors. 

Although a comprehensive survey of these two areas would have 
yielded an ideal overview of the functioning of counseling activities 
with respect to women undergraduates, it v/as impossible, unfortunately, 
to allocate sufficient time to both areas. 

Therefore, the decision was made to concentrate on the second 
area, that of faculty advising of undergraduate majors. This was 
believed to be the more important area of the two for the following 
reasons: counseling on the college level, as opposed to the 

departmental level, is more general and procedural, with greater 
emphasis on lielping the student meet university requirements and 
miscellaneous college business. It was assumed that, in most cases, a 
student with an inquiry regarding a specific field of study or 
occupation is referred to faculty within the specific department. Tlius, 
a student with a specific goal (e.g., a woman desiring to major in 
finance) would receive strong positive or strong negative reinforcement 
of the goal only on the level of the faculty adviser . Thus , the 
decision was made to explore counseling on the level of the individual 
departments . 

It was hoped that hard data might be compiled, by department, that 
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would indicate the nun^r of women and men who entered the major each 
year, and the numbers vtfio subsequeritly graduated from the area. 
Comparison would have shed light on the differences (if any) in the 
rates at which women and men entered and subsequently left a field 
without graduating. In the areas on vdiich the two rates varied greatly, 
subsequent study might have explored the reasons. For example, if 
women tended to enter and then drop out of a particular field at a much 
higher rate than men, was it because of academic unsuitability, 
interference of other factors (marriage, job, etc.), or was it because 
they were actively or passively discouraged, for vhatever reason, by 
students or faculty members of the department? 

At the heart of this question, and on a larger scale, is the issue 
that is being debated not only at the Ohio State University, but on a 
national level: do women actually drop out of college, for whatever 
reason, at a hij^her rate than men, as has been presumed for some time? 
Needless to say, discovering how women at O.S.U. fare on this score 
would be enlightening. And, indeed, it would have been possible for 
the Committee to obtain some gross statistics, i.e., total number of 
men and women in the university's freshman class for a given year, and 
total number, men and women graduating four years later, etc. However, 
several untabulated events that occur within such a given four-year- 
period at a university as dynamic as this one would render such 
gross statistics totally meaningless . The significance of an 
uncalculated number of intervening variables would have been lost; for 
instance, transfers in and out of the university, curricula that occupy 
more or less than four years of study, students who take time off in the 
middle of their four years, aiid a multitude of individual reasons why 
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a person would not appear in the statistics for so simple a count as 
"number entering- -number graduating." Although such an extended study 
certainly was not impossible , it was coRjfdetely beyond the time and 
resources of this Task Force and this Coimittee , however desirable 
the infoimaticHi might be. Moreover, it was felt that to make any use 
whatever of just the gross statistics available, and thus to include in 
this report, in a prominent position, such a sp>ecious remark as "Tliere 
were more (less) women t un men in the entering class in 1966, and more 
(less) women thsin men in the graduating class in 1970," would be 
misleading and vdiolly irresponsible. 

This approach was deteimined to be unfeasible due to the lack of 
readily available quantitative data categorizing men and women within 
departments or major. The only exceptions were those departments or 
colleges which happened to retain such figures for their own use. 

To obtain some kind of information on the attitudes toward women 
within departments, it was decided to pursue a qualitative determination 
of conditions, keeping in mind the distinct limitations and 
disadvj^ntages of such an approach. Subsequently, the study was 
developed along these lines. 

General Observations 

Most undergraduate women on campus seemed to be majoring in a 
limited number of academic disciplines (examples: education, home 

econcxnics, dental hygiene), and concurrently, there seemed to be 
disciplines in which almost no women students could be found (exanples: 
engineering, physics, accounting). These assumptions tended to be 
corroborated by the observation that the faculty within these two sets 
of disciplines also tended to demonstrate a similar imbalance between 
the sexes. 
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The more desirable procedure for determining if this assumption 
wore correct would have been to gather data to (1) determine whether 
the phenomenon occurred because of a lack (excess) of women applicants 
to tlicse majors, or (2) determine v/hether women (men) in greater 
proportions actually entered these fields but subsequently failed to 
complete them. 

Investigation into both possible causes v/as precluded, as indicated 
previously, by absence of data. Neither figures on number of new majors, 
nor figures on number of those who completed a degree in the original 
major were available. Therefore, the problem could not be approached 

by the procedure employing a quantitative comparison of department data. 
Thus, the following: 

Pr oblem Formulation 

It was postulated that in fields such as engineering, agriculture, 
architecture, etc., the small percentage of wesnen would probably be a 
direct function of socialization of roles and societal perceptions of 

appropriate” models of behavior, a traditional force operating to guide 
wonen away from such fields. 

Therefore, investigation merely to determine the number of 
applicants and graduates of the various departments would yield tlie 
predictable information that few women applied for and received 

engineering degrees but tliat many women applied for cuid received 
education degrees. 

The more fruitful approach seemed to be that of investigating the 
particular academic community such as the Colleges of the Arts and 
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Sciences that would be presumed to acquire little or no pre-college 
societal stig^na as to vdiether it were male- or female -dominated. 
Tlieoretically, women would have little hesitation in entering this 
college as compared to engineering, for example. By eliminating the 
colleges where women were automatically discouraged by societal forces, 

it might be possible to more clearly focus on the effects of faculty 
advising practices for undergraduate women. 

Since the intent was merely to do preliminaiy and qualitative 
exploration of whether or not discouragement of women by faculty 
members existed in some departments within the Colleges of the Arts 
and Sciences, there were no formal research hypotheses. 

Methodology 

A telephone survey was used to examine faculty attitudes. It was 
selected for two reasons: it was the best way to cover a large number 

of faculty in a limited amount of time, and it would probably arouse 
less bias than a face-to-face interview. The survey consisted of a 
standard introduction read by the interviewers and five questions. (See 
Appendix b) Hie introduction and each question were on separate pages 
allowing plenty of work space for the inteiviewers to record the faculty 
members* comments. 

The introduction explained that the survey was exploring ' the type 
of undergraduate student in your (each) department." The interviewers 
did not volunteer the information tliat the survey was being conducted 
by the Comnittee to Review the Status of Women, but if asked by the 
faculty member, tlie interviewer did give the name of tlie committee. It 
was felt that avoiding the necessity of saying the name of the committee 
would alleviate the possibility of introducing an important source of 
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bias. 

All five questions were open-ended. Prompting was discouraged, 
but, if absolutely necessary, the interviewer could prompt with the 
suggestions listed below each question. The first three questions were 
designed to reflect some general iaculty attitudes and beliefs regarding 
students and opportunities. The fourth and fifth questions dealt 
specifically witli the faculty’s pejrception of women in tlieir respective 
fields. 

i lie 1 nterviewcrs - - Six Students 

Six students (see Appendix F) were chosen on the following 
criteria: 

1. All six were seniors in the Colleges of the Arts and Sciences, 
and had been students in that college for the greater part of 
their undergraduate study. 

2. They were equally distributed by men and women. 

3. All six had participated extensively in extra-curricular 
activities , and were felt to have had extensive experience 
working with faculty in their college. 

4. None of them had ever worked on a project of this nature; 
neitlicr had any of them worked together before on college 
projects. 

5. They represented a broad range of majors in the college. 
S election of Departments 

The six students were allowed to discuss among themselves which 
departments in the college they perceived to be discriminatory against 
women, and which departments they perceived as non-discriminatory. 
Following this, tlie students were asked to choose the four departments 
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they perceived at each extreme (total: 8). The criteria for selecting 

these eight (8) departments were entirely of their own formulation; they 
were given only a list of all the departments in tJie college frcm which 
they were to choose. 

Tliey unanimously agreed that the four departments perceived to be 
non-discriminatory were: 

Dance 

^^sic 

Romance Languages 
Speech 

Tlie four departments perceived to be discriminatory were: 

Chemistry 

Economics 

Mathematics 

Physics 

iTie six interviewers then began a comparative study using a 
telephone survey by questionnaire of faculty members within these eight 
departments . 

Selection o f Faculty 

A stratified random sample of 60 percent of the faculty in each of 
the eight departments (see Table 1) was obtained by applying a random 
number table to lists in the back of the Faculty and Staff Directory. 
(Stratification was by faculty classification, i.e., Professor, 

Associate Professor , etc .) . Not all those department members listed in 
the Directory were considered to be eligible for inclusion in the survey. 
Unacceptable factors would have been introduced by the inclusion of (1) 
Teaching and Research Assistants and Associates (2) those with "adjunct" 




Table 1 



STATUS OF WOMEN IKDEIiGRADUATE SURVEY 
SlMiARY STy^TISTICS 





Faculty 

Nunber 


Facult)' 

60 % 

Sample 


Usable 

Responses 


Usable 
% of 
Sample 


Usable 
% Per 

Department 


No 

Contact 


Departments Perceived 
as Discriminatory 














Chemistry 


57 


34 


17 


501 


30% 


17 


Economics 


41 


24 


9 


38% 


22% 


15 


Mathematics 


76 


45 


21 


47% 


28% 


24 


Physics 


5t 


35 


17 


49% 


29% 


18 


Departments Perceived 
as Non- Discriminatory 














Dance 


12 


8 


3 


38% 


25% 


5 


Music 


64 


38 


19 


50% 


30% 


19 


Romance 

Languages 


32 


19 


3 


16% 


9% 


16 


Speech 


38 


24 


10 


42% 


26% 


14 


Total 


378 


111 


99 


44% 


26% 


128 
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titles (3) those with "croeritus" titles (4) those with "visiting" titles 
and (5) those vdio were stated to be teaching at brandi campuses. People 
in these categories were judged ineligible, because only the opinions of 
faculty who advised undergraduates were relevant and It was generally felt 
that these people probably were not involved in this manner. 

Thus, only faculty with the following titles were included: (1) 

Professor (2) Associate Professor (3) Assistant Professor and (4) 
Instructor ("Fellow", in the case of the Chemistry Department, which had 
only one person with the rank of "Instructor" listed.) 

One potential source of bias was eliminated by careful assignment 
of specific faculty monbers to students idio were not known personally 
by the respondents 

All interviewers were instructed to make three calls to reach each 
faculty member; the first call was made directly to the faculty member's 
office, the second call was to the departmental office to check the 
professor's office hours, and the third call was to the faculty member 
at his office . If the third attempt was unsuccessful , the interviewer 
was to continue calling the rest of the names on his individual list. 

Then, for eadi failure to make contact, the interviewer was to obtain 
another name from the original pool of selected names, if time permitted. 
Data 

Using these methods, the total number of faculty successfully 
contacted and questioned was ninety-nine (99) (see Table 1) . This 
number represented 26 percent of the total faculty in the eight 
departments, and was considered, for the purposes of this survey, to be 
a large enough representation to assess major attitude trends. Also, 
each of the eight departments was fairly represented in stratification 
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of faculty rank and total number. 



ns 


for no contact of 128 faculty were 


as follows: 


1. 


No telephone response 


74 


581 


2. 


Unavailable 


9 


71 


3. 


Uncooperative 


12 


9 % 


4. 


Unqualified 


6 


5% 


5. 


No attempt to contact 


27 


21% 




Total 


128 


100% 



The major difficulty was in being able to contact faculty members. 
Although calls were made at varying times during the day and during 
scheduled office hours, the faculty could not be reached. Those faculty 
that were unavailable were mostly out of town. The majority of 
uncooperative faculty indicated they were too busy. A few faculty 
disqualified themselves as dealing with graduate students only, or being 
'’research only”. 

In the No Telephone Response category, 47 of the 74 attempts, or 
64 percent, involved two or three calls. The amount of the limited 
survey time spent in this follow-up activity increased the number of 
sample faculty for which no contact attempt was made. 

Findings 

The findings follow the form of the questionnaire. (See Appendix F) 



1. ”What are the characteristics of the ideal undergraduate 
student on completion of your program?” 

Responses to this question fell into three main categories, high 
academic achievement, degree of self-motivation and self-sufficiency, 
and talent. The first two responses were anticipated replies but the 
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third category was the result of faalty statenients. (See Table 2) 

One of tlie noticeable trends was tliat those departments perceived 
by the six students as being discriminatory used the most easily 
objectifiable criteria such as academic accomplisliment , or grades for 
measuring success in the subject. 

At tlie same time, another strong trend noticed in those 
departments perceived tc* be discriminatory was that of a high value 
placement on the quality of "self-sufficiency and self -motivation" in 
their ideal undergraduates. This is significant, because of the very 
sul)jective determination required by the faculty member in attributing 
or not attributing such a quality to a student. 

Chemistry , Economics , Mathematics and Physics are extremely 
research -oriented fields, and the possessicm of a high degree of 
self-sufficiency and self-motivation is indeed a prerequisite to success. 
Needless to say, a faculty member must exercise discretion in 
differentiating between those students who would be successful and those 
wlio would not. The implications for a woman are critical. A woman who 
liad achieved the measurable criteria (grades) would still be required to 
exert an extra effort to prove a self-motivation equal to a man's since 
society has generally labeled her as being motivated toward other goals. 

Those departments perceived as being non-discriminatory valued 
qualities which were less quantifiable and more subjective, such as 
talent or "a feel for the subject". However, it is also true that the 
four areas (Dancie, Misic, Romance Languages and Speech) likewise 
employed qualitative judgments in differentiating good students from 
mediocre ones. So in reality, even tJiou^ these are not perceived as 
discriminatory departments, their criteria for differentiation could 
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Table 2 



QUESTION 1 

What are the characteristics of tho ideal undergraduate student on 
completion of your progrsin? 



Departments Perceived 
as Discriminatoiy 


D: Vfell 
Acaiemically 


Have 

Talent 


Be 

Self-Sufficient 
§ Self -Motivated 


Chemistry 


Hi^ 


Low 


High 


Economics 


Hi^ 


Low 


Low 


Mathematics 


High 


Low 


High 


Physics 


Hi^ 


Low 


High 


Departments Perceived 
as Non -Discriminatory 








Dance 


Low 


High 


Low 


Music 


Low 


High 


High 

4 


Romance Languages* 


Low 


High 


Low 


Speech 


High 


High 


Low 



Question 1 related to characteristics of an ideal student. 

^ Only a 9 percent sample of the department was returned so results are 
not as significant as the other 7 departments. 

HIQI indicates a large percentage of this faculty (above 50 percei\t) 
of those sampled mentioned these characteristics. 
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just as easily lend itself to discrimination. 

2. "What opportunities are available for students who receive a 
baccalaureate degree in your department?" 

Responses to Question 2 fell into the following main categories: 
graduate and professional school » education (teaching) , business and 
industry, and government and research. (See Table 3) 

In the departments perceived as discriminatory, the opportunities 
for graduates were hipest in those areas which are highly product- 
oriented idiere pressure is great, such as graduate and professional 
school and business and industry. Yihile in those departments perceived 
as non-discriminatory, educational opportunities were most frequently 
available, lliis would help explain vihy academic achievement and 
self-motivation were so frequently mentioned by faculty in Economics, 
Mathematics, Physics, and Giemistry. Ihese qualities would be necessary 
for continuation in the fields, given the opportunities listed. 

3. "Itow available are these opportunities at this time?" 

Question 3 was a fairly neutral question, the responses to which 

were not of critical importance to the rest of tlie survey. The only 
observation was the obvious one, that the quantity and quality of 
positions available depend on the job -market conditions at that time. 

(See Talde 4) 

4. "Of these opportunities, are there some more suitable for 
women graduates than otliers?" 

Generally, responses to tliis question were "no" meaning tliat the 
opportunities were equally suitable. However, few responses were given 
without the faculty member also qualifying the "yes" or "no". The 
additional comments which appeared the most frequently were often 




Table 3 



QUi:S TION 2 

Wliat opportunities are available J’or students who receive a 
baccalaureate degree in your department? 



Departments Perceived 
as Discriminatory 


Graduate 

Professional 

School 


Education 


Business 

and 

Industry 


Government 
and Research 


Chemistry 


High 


Low 


High 


High 


Economics 


High 


Moderate 


High 


Low 


Mathematics 


High 


High 


High 


Low 


Physics 


High 


Moderate 


Moderate 


Moderate 


J)epartments Perceived 
as Non-Discriminatory 










Dance 


Low 


High 


High 


Low 


Music 


Moderate 


High 


Low 


Low 


Romance Languages 


Low 


Low 


High*' 


High 


Speech 


High 


High 


Moderate 


Low 



Question 2 relates to areas students could enter with undergraduate 
degrees . 

lllQi indicates a large percentage of faailty (above 50 fxjrcent) of tliosc 
sampled mentioned tliese possibilities. MODbRAT?:- -slightly below 50 
percent. 

* In International Businesses. 
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Table 4 
QlftiST ION 3 

How available arc these opportunities at this tima? 



Dept*s Perceived 
as Discriminatory 


Jobs 


(iraduatc and 
Professional Schools 


Chemistry 


.Good 


Very Good 


Bconomics 


Not Good 


No Information 


Matheniatics 


Good 


Poor 


Physics 


Poor 


Fair 


ttept*s Perceived as 
Non-discriminatory 




• 


Dance 


Good 


Good 


Music 


Very Good 


Very Good 


Romance Languages 


Not Good 


No InfoimPtion 


Speech 


Good 


No Information 



Question 3 relates to iob availability and accessible spaces in Graduate 
School . 

1. VERY GOOD was defined as: many positions available. 

2. GOOD was defined as: some positions available. 

3. NOT GOOD was defined as: area crowded, lack of opportunities except 

in a limited number of fields. 

4. POOR was defined as: field is very crowded with B.A.’s, acut^ lack 

of opportunities, few channels after B.A. open. 
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similar and merit some attention here. They are sunmarized below. It 
should be noted that these conments cannot be seen as representative of 
any specific department or group of departments, but only of individuals 

witliin these faculties. 

Conments among the departments perceived to be discriminatory: 

a. Less women finish gradua1:e school. 

b. Women have psychological liang-ups about taking men’s jobs. 

c. Teaching is a good place for women. 

d. Women tend not to finish their education because they get 
married. 

e. Certain types of businesses Chanks, auto industry, etc.) 
select larger numbers of women, proportionately. 

f. Women are being actively sought for the department. 

g. Is impossible to answer question number 4 because there are 
too few women in the profession at tlie present to judge. 

h. About one -third of the people hired by IBM are women. 

Conments among the departments perceived to be non -discriminatory: 

a. There is discrimination against women in instrumental music 
and conducting. 

b. More men than women go to graduate school, into PR work, or 
into administration from Speech, and more women in the field 
go into teaching. 

c. In Romance Languages, one of the best opportunities for women 
can be found in airline services. 

d. In Dance, there is a great need for more men. The department 
has a much simpler time placing men graduates than women 
graduates . 
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e. More women than men major in Romance Languages at the 

undergraduate level , but more men than women go on to graduate 
school. 

It was difficult to dete:nnine idiether or not the respondents were 
practicing personal discrimination or if they were merely reflecting 
what they considered to be general and realistic attitudes. 

5. "Would you recommend that a female enter your field of study?" 
If so, why; if not, why not? 

Question 5 produced a different type of response than the task force 
anticipated, llie anticipated response was "I would recommend a woman 
enter ny field because she is well suited for the field," or "because 
women are needed in the field." Instead the collected responses were 
"I would recommend a woman enter my field if she were highly motivated 
and dedicated," or "I would not reconmend women to enter ny field 
(instrumental music) because of the bias in this field against -jornen." 

The data fell into two main areas: talent, self-motivation and 
self-sufficiency. (See Table 5) 

The data from Question 5 correlated with the data from Question 2 
(whicli asked the faculty to list the characteristics of an ideal student) 
on the self-motivation and self-sufficiency criteria, but differed 
completely in the talent area. The Economics, Mathematics and Physics 
departments listed talent in their fields as a quality they would look 
for in a woman before she enter their areas , but did not list talent as 
a characteristic of an ideal student in their fields. 

If talent, self-motivation and self-sufficiency are the qualities 
the faculty in both groups use as a measure to distinguish between those 
women vdiom they feel are qualified and those vdio are not, these are very 
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Table 5 






QUESTICM S 




Departments Perceived 
as Discriminatory 


Talent 


Self-Sufficiency 

Self-Motivation 


Chemistry 


High 


Hiph 


Economics 


High* * 


Low 


Mathematics 


High 


High 


Physics 


low 


High 


Departments Perceived 
as Non -Discriminatory 

1 




• • 


Dance* 


Low 


. Low 


Music 


High . 


•Low 


Pomance I^guages 


High 


Low • 


Speech. 


Low 


High- 



Question 5 relates to whether the faculty member would reconmend a 
woman enter his field and if so, why; if not, why not? 

In response to vdiy they would recommend women enter their field, 

the above trends were noted. 

* Dance had no clear-cut trend of qualifications for a woman to 
enter Dance. 

** Hiai indicates a large percentage of the sampled faculty (above 50 
percent) mentioned these items. 
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subjective impressions, and very difficult to quantify. Although 
selections between students idi.o are "qualified" to enter a field and 
those vho are not must be made, when selection is based on subjective 
criteria, choices could easil)* reflect discrimination. 



I tecommendations 

1. Of critical importance for research in this area, and for formulation 
and review of all policies and practices in general, adequate data 

should be kept within the colleges by departments. Specifically, 
needed data would be: 

a. Data on tlie number of persons requesting admission (where 
applicable) to the department’s programs. 

b. Data on the number of persons accepted (where applicable) or 
entering into the major or program. 

c. Data on the number of persons finishing (graduating) in the 
department. 

All this data should be separated by sex, collected each quarter, and should 

be kept longitudinally, if necessary. 

2. The findings of perceived discrimination by Task Force 1 are very 
preliminary and need to be followed by an in-depth study by 
qualified full-time personnel. 




Continuing Education 

A study of the services offered by the Division of Continuing 
Education of the Office of Educational Services was undertaken and 
included in this survey for a particular reason. Although the women 
who were affected by these services were primarily private citizens 
and only incidentally students, their welfare and the status of women 
as a vhole was nonetheless iii^roved by their taking advantage of any 
program to further their educational goals. 



34 



About the Division itself there were no real areas of doubt or 
concern on the part of the Task Force. The only desire was to obtain 
a general overview of the programs offered by the Division and to seek 
opinions on whether women were availing themselves of these 
opportunities . 

Task Force 1 met with Dr, Robert W. McCormick, Assistant Vice 
President for Continuing Education, and asked the following questions: 

1. What are the goals of the Continuing Education Division, and 
what activities are offered? 

2. I low many people become students in the Division, and what is 
the breakdown betv/een men and women? 

3. From what walks of life do these people come, and in what 
ways do they learn of the opportunities available? 

4. Are there selection criteria or other admission policies? 

5. Do you, as the Division, liave a problem contacting and/or 
encouraging women to enter the program? 

To the first question, all of the objectives of the Division were 
extracted verbatim from the annual report (1969-70) of the Division and 
placed at the end of this report in Appendix G. The primary objective 
stated was "to provide university- level continuing education programs 
tailored to the economic, social and cultural needs of a society 
consistent with the overall objectives, resources, and unique 
capabilities of the University." For the Task Force's purposes, the 
significant item was "economic, social and cultural needs of a society", 
and the Division attempts to serve these needs by offering credit 
non-degree programs, general education non- credit courses, conferences. 
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institutes and workshops, technical and business services and the 
Uii)an iixtension Program for Central Ohio and Metropolitan Decision 
Making Seminars. 

In answer to the second question, Dr. McCormick provided 
tlie following figures: In the academic year 1969-70 a total of 4,137 

people, 2,272 men and 1,865 women were enrolled in the Credit Non-Degree 
Program. Approximately 55,000 people, for vdiich there was no breakdown 
between men and women, were enrolled in tlie Non-credit General Education 
programs . 

Addressing question 3, Dr. McCoimick stated that most of the 
women who participated in the programs tended to be mature women with 
some past college experience who wanted to further their education after 
having been away from college. Not many women from the lower 
socio-economic groups tended to participate. Publicity for the CED 
programs (of all types) is handled primarily in these ways: 

1. Ihe Division maintains a mailing list of about 5,000 to whom 
brodiures and information about new programs are automatically 
sent. 

2. Free public service announcements over the radio and 
television stations are utilized. 

3. Paid advertising is placed in the Lantern, the two city 
dailies and the community weeklies. 

4. Volunteer organizations that cooperate in the program planning 
itself also distribute information among their members (e.g.. 
League of Women Voters, Y.W.C.A., etc.). 

5. Three field agents make contacts in connection with the Urban 
Extension Program and other community agencies. 
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For examples of the literature distributed, see Appendix G. 

For admission to the Credit Non-Degree programs of Continuing 
Education, generally only a high s<‘iiool diploma or its equivalent was 
necessary. No other criteria were employed, other than what would be 
required by the level of the courso. For the General Education 
Non-credit courses, only a fee of ;3.ppT0ximately $35.00 per course was 
required. For programs sponsored by CED in cooperation with a business 
or professional organization, participation was determined by that 
cooperating organization. 

In order to encourage more active participation by women, 

Dr. McCoxmick stated that certain procedures were followed, in addition 
to routine staff work, to determine interest in a particular course. 
Interest surveys were initiated at regular periods, and feedback from 
former participants was seen as a strong determinant in formulation of 
new courses. 

In fact, Task Force 1 took advantage of the McCormick interview 
to relate to him comments vrfiich happened to have been received from 
several interested women on a certain aspect of C.E.D. programming. The 
concern expressed was that perhaps more classes (non-credit) could be 
scheduled during the noon hour, so that more women staff might avail 
themselves of the opportunity during their normal lunch hour. 

Dr. McCoimick indicated that this suggestion was a feasible one that 

would receive his immediate attention. 

In all, tlie Division attempted to encourage all women to seek the 
satisfaction of participating in classroom work tliat supplemented their 
daily routine. 
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Recommendations 

It is recommended that work be done to expand the already fine 
programs in existence. Special attention should be given to increasing 
the number of times during the day that non* credit courses be offered, 
e.g., during the lunch hours. 
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PART III 

GRADUATE STUDEI^ REPORT 
TASK FORCE 2 

Introduction 

Task Force 2 consisted of Ad Hoc Coimiittee members 

KflTrti Mason and Robbie Nash. Subsequently two members 

were added to assist in interviewing and special consultation was 

obtained fran Meredith Gonyea, Assistant Director of the Office of 

Administrative Research. 

The areas of review for Task Force 2 were: 

1. Graduate admission policies 

2. Selection criteria 

3. Recruitment 

4. Financial assistant 

Although counseling was suggested as an area of study, this 
was only reviewed incidentally and is not reported here. 

Originally Task Force 2 intended to include a comparative 
study of the salaries of graduate assistants and associates tabulated 
by sex. However, the data of salary comparisons were not made 
available. 

These areas of study were selected because of the critical 
implications for the graduate student. It was also considered 
important to compare undergraduate and graduate reports submitted by 
Ad Hoc Committee members in order to gain a more comprehensive view 
of the status of women at The Ohio State University. 

Task Force 2 suffered from some of the same limitations 
described by Task Foice 1: namely, lack of time, money, experience, 
and quantitative data. 
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Applications 

A review of Admissions procedures indicated that 

die Admissions Office processes all applications to the 
Graduate School and directs them to the Graduate Conmittee of each 

department of the University. Hie Graduate Ccnmittee then acts on each 

application and sends its decision to the Admissions Office which 
notifies the student of his acceptance or rejection. If a department 

wishes to admit a student whose grade point average is below 2.7 the 
Graduate School infoims the student of the requirement that he must 
conplete the Graduate Record Examination and have his scores submitted 
to the Graduate School before he can be admitted. Only in the cases 
of applicants with an average below 2.7 does the Graduate School play . 
a role in decisions on admissions to graduate work at The Ohio State 
University. The Professional Schools also operate independently in 
deciding upon adnissions. 

Description of enrollment of men and women in the Graduate 
and Professional Schools for the Autunn Quarter 1969-70, was obtained 
from the published Annual Report of the Registrar (1969-70) . (see Table 6) 
Information as to the number of applicants and the nimber 
accepted in ccsnparison with the number actually enrolled was not 
available except in the records of the Professional Schools. (See 
.Table 7) 
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Tal)lc 6 

'Ihe Ohio State University 
Enrollments - Central Campus 
Autumn Quarter 1969-70 







Enrollment - 


Central Campus 






Nfen 


Women 


Total 


PCT 










Women 


Aojiunistrative Science 


2,288 


132 


2,420 


5 


Agriculture 


1,474 


108 


1,582 


7 


Architecture 


271 


10 


281 


4 


Arts 


351 


438 


789 


56 


Arts Sciences 


6,079 


2,669 


8,748 


31 


Continuing Education 


481 


332 


813 


41 


Dental Hygiene 


- 


160 


160 


100 


Education 


1,919 


4,275 


6,194 


69 


Engineering 


2,081 


18 


2,099 


1 


lloine Economics 


26 


744 


770 


97 


Social Work 


207 


468 


675 


69 


University College 


5,748 


4,236 


9,984 


42 


Allied Medical Professions 


39 


253 


292 


87 


Nursing 


4 


454 


458 


99 


Total Undergraduate 


20,968 


14,297 


35,265 


41 


Dentistry 


596 


2 


598 




Law 


418 


28 


446 


6 


Pharmacy 


118 


43 


161 


27 


Total Professional/Graduate 


1,132 


73 


1,205 


6 


Medicine 


769 


61 


830 


7 


Optometry 


180 


5 


185 


3 


Veterinary Medicine 


307 


24 


331 


7 


Total Medical 


1,256 


90 


1,346 


7 


Masters 


2,688 


1,655 


4,343 


38 


Post -Masters 


2,394 


546 


2,940 


19 


Graduate School 


5,082 


2,201 


7,283 


30 


Grand Total 


28,438 


16,661 


45,099 


37 



Source: Registrar's Data 1969-70 
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The Professional Schools 
1969-1970 



Applicants Nu^er in Class 

Men Ykm^ Total Women % Men Women Total Women % 



Dentistry 


447 


0 


447 


01 


155 


0 


155 


0% 


Law 


820 


30 


850 


4) 


212 


16 


218 


7% 


Medicine 


996 


55 


1051 


5% 


165 


10 


175 


6% 


Nursing 


0 


97 


97 


1001 


0 


50 


50 


1001 


Optometry 


149 


2 


151 


u 


48 


2 


50 


4% 


Fharmacy 


57 


14 


71 


201 


30 


17 


47 


36% 


Veterinary 


Medicine 


440 


51 


491 


lot 


86 


10 


96 


lot 


Allied Medical 
Professions 


Uhdergraduate 


S3 


252 


305 


83% 


23 


142 


165 


set 
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Various individual departments interviewed were able to provide 
approximations of the cemparative information mentioned above. In many 
departments this infornation was either not available or was difficult 
to find. The results of the study for the year 1969-70 are shown in 
Table 8. 

Survey results seemed to :indicate that for the proportion 
of women \dio applied for graduate .idmissions an equal number were 
accepted. There were no data available to suggest the number of 
formal inquiries concerning admissions. In fact, for the number of 
departments involved, there appeared to be little information in the 
way of records. 



Recomnendat ions 

The Admissions Office should record and make available to 
the university comnunity a breakdown by male and female of the nimber 
of applicants to all graduate departments, and the nunber accepted or 
rejected. Since formal inquiries and the resultant responses may 
be a source of prejudice, such a record by sex might more accurately 
reveal the status of women in graduate study. This information should 
be sent periodically to the various departments. The Registrar's Office 
should also inform the departments of the number of students enrolled 
in graduate study. 



o 
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Survey Results, Task Force 2 
Apr^lication and New Enrollment Data as 
Recorded by Several Departments 1969-70 
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Data Not Available 



Policies and Attitudes 



♦ 

Tq determine policies and attitudes toward women tpraduate 
students for admissions selection, for recruitment procedures, 

for fellowships, and teaching and research assistantships , Task R)rce 2 
decided to conduct interviews in those departments offering graduate 
study at The C^io State University. Time constraints and limited 
task force personnel made it inqpossible to interview all 125 
departments offering graduate work. Therefore, departmental selection 
was necessary. 

^^othodology 

The committee wanted to select from extreme ratios of men 
to women on the university faculty, but after examining various 
approaches decided to use existing data. Unfortunately, this data 
which consisted of percentages of faculty- staff men and wcmien included 
non-academic personnel primarily composed of women. This biased the 
data to improve the status of women. Within the various colleges, 
departments showing a high percentage of women, departments showing 

a low percentage of women, and those departments representing the 
average of 65 percent men and 35 percent women were identified. From 
a total of 125 departments, 47 were chosen to be interviewed. (See 
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Table 9). Of the 47 selected departments, only 26 were actually 
contacted. The remaining 21 vn^re not included for various reasons 
ranging from no graduate program to inability to contact because the 
appropriate person to be interviewed was unavailable or because of 
time constraints on the interviewers. Contact was made with each 
department marked with an asterisk in Table 9. This contact 
provided statistics, an interview, or both. 

The Task Fbrce determined that the Graduate Ccmmittee Chairmen 
would probably be the most appropriate persons to react to their inquiries. 
The chairmen of the selected departments were interviewed by telephone 
or in person by the four Task Force members during the month of January, 
1971. All interviews related to statistics and policies For the academic 
year, 1969-70. 

An interview instirmient was prepared to record statistical 
infoimation on the nunber of departmental graduate student applicants, 
enrollments, and nunber receiving financial assistance. (Appendix 
This was broken down by men and women and type of assistance. Questions 
were included to inquire as to student selection criteria, student 
qualifications, and recruitment procedures. 

Selection Criteria 

When Graduate Committee Chaiimen were questioned as to their 
criteria for the selection of students for graduate work, the majority 
of those surveyed listed in order of importance, the point hour ratio, 
the score on the Graduate Record Examination, if given, and the 
recoimiendations for the prospective student. Most departments mentioned 
some other interests in the application- -the student's background. 
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Table 9 

Selection of Graduate Departments 





The Ohio State University 
Faculty ^ Staff 1969-70 
Men ^ Women 




College: 


Department 


Percent 

of 

Women 


Arts 


Art 

* Dance 
Music 


Low 

High 

Average 


Biological Science 

Genetics 

* Botany 

* Microbiology 

* Entomology 
Zoology 


Low 

High 

Average 

Low 

Low 


Humanities 


Philosophy 
* Classics 

East Asian Lang. 
History 


Low 

High 

Average 

Low 


Math ^ Physics 


* Astronomy 
Geodetic Sci 

* Chemistry 

* Mathematics 

* Physics 


Low 

Average 

Low 

Low 

Low 


Social § Behavioral 

Political Sci 

* Speech 
Geography 

* Economics 
Sociology 


Low 

High 

Average 

Low 

High 


Administrative Science 

* hfenagement Sci 

* Social Work 

* Accounting 
Finance 


Low 

High 

Low 

Low 


Agriculture 5 Home Economics 


Low 

High 

Low 

Low 




Plant Pathology 

* Home Ec . 

* Ag . Ec . 

* Horticulture 


Education 


Man's Phys Ed 
Women's Phys Ed 
* Education 


Low 

High 

Average 
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Table 9 (continued) 

The Ohio State University 
Faculty ^ Staff 1969-70 



College: 




Department 


Percent 

of 

Women 


Engineering 




* 


Eng. Mechanics 


haw 




* 


Photography 
Aero Eng 
Architecture 


Average 

Low 

\X)W 




* 


Computer Sci 


Low 




* 


Metal Eng 


Low 


Phannacy 






Low 


Dentistry 


Law 




Dental Hygiene 


Low 

Low 


Medicine 




* 


Radiology 


Low 




* 


Nursing 


High 




* 


Opthamology 


Average 




* 


Allied Medicine 


High 






Psychiatry 

Surgery 


Low 

Low 



* Departments actually contacted. 
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motivation or personal inteiview. In some of the Professional Schools 
a specific background detennined quj.il if icat ion. (o.g»i in Radiology 
one must have an M.D.) 

In some departments the criteria differed for men and women 
students. The Department of Engineering Mechanics, in a effort to 
increase their female enrollment, gjnre special consideration to women. 

The Dance department favored male aqpplicants due to the low number of 
men enrolled. The Entomology department considered men with point 
hours lower than those of women because they believed that as 
undergraduates women applied themselves better. 

When questioned as to the differences in the qualifications 
of the men and women applicants, most of the responding departments 
felt that there was little difference in their qualifications. In a 
few schools there was a large difference in the ramber of men applying 
compared to the number of women applicants. For example, the Mathcmati»-s 
department had fewer female applicants than male, while Nursing had 
considerably fewer male applicants than female. 

Recniitment 

When questioned concerning the recruitment policies , it was 
found that the majority of departments do some sort of recruitment. 
Exceptions were few and were generally those departments with a small 
graduate enrollment or those which already received more applicants 
than they could easily accommodate. About half of the departments 
surveyed regularly send brochures to appropriate colleges. Most of 
the departments relied on vrord mouth at professional meetings 
and conventions. Many stated that they distributed infoimation 
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concerning their graduate programs to those schools vjhich had previously 
sent good students. All departments, of course, sent information to 
individual students on request. The Speech department mentioned special 
concern with underdeveloped amas and inner-city programs. None of the 
departments questioned mailed brochures only to exclusively male or 
exclusively female colleges. The purpose of their recruitment programs 
was to get students Of high quality and motivation who possess a good 
undergraduate preparation. 

Financial Assistance 

A portion of the interview was devoted to the Graduate 
Ccmnittee's procedure for awarding departmental fellowships. The 
term fellowships was used to describe any supported programs which 
allowed the student to participate in graduate study without being 
employed. It was generally true that the same criteria used for 
admitting students were also used in considering students for 
fellowship awards. In many cases, particularly in the sciences, 
fellowships were awarded with reference to the individual ' s interest 
and background in relation to the special project with which that 
student would be working. This selection, often the decision of the 
individual professor with whom the student would be working, may or 
may not be compatible with the department's nondiscrimination policy. 

The selection, by the department, of fellowships showed little 
difference in the criteria for male and female. The one exception was 
Social Work, which had a policy encouraging minority group men. Little 
difference was found in the qualifications of male and female applicants, 
with the exception that women seemed to have higher point hour ratios. 
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Fellowships which were paiil and administered through the 
Graduate School were awarded by the University Fellowship Ccmnittee. 

These included grants from the National Defense Education Act, the 
National Science Foundation, and University fellowships. Dr. Elmer 
Bauner, Associate Dean of the Gradi-.ate School, indicated that sex 
was not a deciding factor in the decisions of the Fellowship Conmittee. 

For the year 1969-70, 3S0 men received university-awarded fellowships 
and 169 or 33 percent women were recipients comprising a total of 

519 fellowship holders. 

Graduate Committee Chaiimen were asked to discuss their 
selection of teaching assistants. The criteria for selection of 
...rhiT'E assistants and associates were reported as identical to those 
mentioned for the selection of fellowships. In addition to those 
qualifications of acceptable point hour ratio. Graduate Record 
Examination score, if required,and recannendations, other criteria mentioned 
were need, and the ability to conanunicate and to teach. Criteria were 
different for men and women in a few departments. Engineering Mechanics 
favored women due to the low female enrollment and Dance favored men due 
to the low male enroljment. There was found to be no significant 
difference in the qualifications of those men and wonven applying for 

assistantships . 

Teaching assistants were variously es^Jlcyed depending on the 

needs of the departments. Some taught independently, others assisted 

professors or were in laboratory service. The criteria and use of 

teaching associates were the same as for teaching assistants. 

The criteria used for selection of research assistants and 

associates were similar to those used in selection of teaching assistants 
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and associates. A strong background in the discipline area was stressed 
somevdiat wore, and the individual professor *dioiii the graduate student wjuld 
assist was more often consulted in the selection. In a few cases, such as 

Astronomy, the selection was left entirely to tlie individual professor given 
the grant . 

The percentage of applicants eligible for financial assistance 
varied frcm 10 percent to 100 percent depending on the department. 

Statistics for various fellowships, traineeships and 
assistantships awarded in each department are shown in Tables JO 
and II, Some departments were unable to easily supply this information. 

Results 

Wjch data were unavailable or the appropriate persons to 
supply the data could not be contacted. After three attempts to 
make contact, Task Force members were requested to discontinue their 
efforts because of time limitations. Therefore, the interview 
instrument could not be used as effectively as desired. 

However, many of the contacted departments were able to 
furnish statistics on the nimber of graduate students enrolled in 
the 1969-70 academic year. Table 12 presents the survey data on 
enrollment and numbers of students in masters and doctoral programs. 

Certain statistical information was obtained from departmental records 
rather than from the Graduate Cenmittee Chairmen. 

The majority of women were enrolled at the masters level with 
a marked decline in post masters enrollment. (See Table 12), 

Survey results regarding selection criteria did not generally 
indicate an intention to discriminate against women in their policies. 

The exceptions ’irere in those areas vdiich favored either men or women 

o 

ERIC 



58 



52 



Table 10 

Survey Results, TasU Force I 
The Ohio State Universi ty 
Fellowship 1969-70 
Records in Selected Pepartments 



Department 



Gradiate Fjirollmcnt Fellowships 

Tot al % Women Total % Women 



bio Science 
Botany 



55 



35 % 



8 38% 



Humanities 

Classics 



37 35% 



7 57% 



Matli fi Physics 
Astronomy 
Chemistry 
Physics 

Social fi Behavioral 
Economics 



3* 


67% 


2 


50% 


llT 


9% 


19 


5% 


174 


3% 


14 


14% 


222 


17% 


19 


11% 



Admin. Sci 
Social Work 



190 67% 



50 60% 



Apriailturc 
Ap. Icon. 
Horticulture 

Education 

I'jipinccring 

Computer Science 

Nfcdicinc 

Allied Medical 



21^ 


0% 


4 


0% 


35 


11% 


8 


13% 


1093 


43% 


66 


55% 


76* 


21% 


9 


33% 


23* 


52% 


17 


59% 



*f<ew Enrollment 
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Survey Results, TasV Force 2, The Ohio State University 
Teaching Associates and Assistants ^cords in Selected Departments 
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New linrollmcnt 





ctP ^ 








<N> 




tf) o 
u ^ 

Q> 

P «K® 
t/> 

i5 

f-i 


LO O 
CNI 


to 

to 


fSI 


C5 

r 4 


O 


n 


P CO 
(/< p 


KJ- ^ 


NO 


VO 




to 


00 


o o 

Ci. H 


CsJ 




LO 


• •1 


iH 


LO 



o 



o 
r - 






NO 

is-2 



4J 

c: 



d> 

O *H 

)-4 (/) 

O »1 „ 
U. (U ^ 

^ *H r§ 



CM 


H 


iH 


d> 
• P 


Q> 


</> cO 


f-H 


P P 


•8 


f-t in 

p 


H 


to o 

(U *H 



o 




o 


cM> 




<w> 


•i > 








B 


fN| O 


LO 


r- 


*c > 


00 


CM 


o 


C/) 

4; 

4-> 

tn 

cb fH 


^ CSI 


to 


r-l 


T- 


f-H 


vO 




z « 


I-H LO 


rH 


OC 


O 


CM 


LO 


00 


o 

H 


to 


to 


rH 


CO 

r-i 


CM 


lO 





<-► 

c 

I 



c 

C‘ 



s®= 

S'" 

Q> 

4 -> 

cO 

p m 

TJ 4-> 

m o 

t*- 









cN» 


cKo 


LO 


LO 


to 




rH 


to 


to 




NO 


rH 



to cr# 

LO 



1 ^ 

ro 






o 

o 



to 

TT 



C 



m 

K) 



to 

o 

o 



o 





d> 

s 

<U iH 

S3 

4^ *H 



3 



Ki 

h£ 

S' 



g 

•H 

•P 

(0 

u 

*§ 

IC 



o 

u 

• H 

bc 
DC P 
C 3 

•H i-H 
P t-H 
O 

O P 



I 



ERIC 



61 



55 



due to disparate sex ratio or in a few instances where women were 
expected to have higher point hour ratio for admission to the 
department because of higher undergraduate scholastic achievement. 

Recruitment procedures seemed to encourage a potential for 
bias, difficult to assess in their word-of-mouth activities. 

Recruitment policies continued to attract or seek the same sort of 
applicants each year. In general there did not seem to be an effort 
to broaden the scope of recruitment to include people not historically 
associated with that particular field of study. 

The Graduate Convnittees of the individual departments which 
made decisions on admitting an applicant to graduate study, nominating 
him for a fellowship, or awarding him a position as a teaching or research 
assistant necessarily made qualitative judgments in measuring the 
applicant against the selection criteria. The determination of the skill, 
talent, quality, and interest of a prospective student, or even the 
evaluating o£ a recommendation involved a somewhat arbitrary decision by 
an individual. This was also true when an individual professor awarded 
research jobs. Judgments as to whether or not the student would or 
should terminate study after a master's degree seemed to indicate a source 
for bias. 

At these important decision-making points the arbitrary judgment 
of an individual faculty member might be required. Although the individual 
qualitative judgment by faculty is desirable, actual procedures could be 
investigated as possible sources of bias operating within a non-discriminatory 
departmental policy. 

--survey of individual faculty 

--survey of graduate and professional graduate student women 
--determination of various faculty who have or have not 
directed women in graduate wor/< 

--investigation into procedures for hiring faculty of the 
various departments 

o 62 
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In the area of financial assistance » the ratio was favorable 
to the number of women graduate students at the masters level and 
especially at the doctoral levol . 




63 



57 



Recoim ien dat ions 

1, Since Task Force 2 was unable to obtain salary data for 
graduate student^;, it is recommended that a comparative study of those 
titles used to employ graduate students (e.g,, teaching and researcli 
associates and assistants , etc.) be conducted to review salaries by 
department and by sex. This information sliould then be released to 
each graduate department so it may review its status within the total 
University, 

2, Numbers and sex of applicants, acceptances , and enrollment by 
department for graduate study should be recorded and this information 
disseminated periodically by the appropriate offices. 

3, The scope of recruitment for graduate study should be 
broadened to include groups not historically associated with a field of 
study (e,g., Dentistry and Optometry), 

4, A study should be made of actual procedures which operate 
within the basically non-d is criminatory policies of tlie graduate 
departments to determine individual faculty -student points of contact 
vdiich may exist as points of bias. 
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PHASE I SIMIARV RECOMENDATIONS 
UNDERGRADUATE AMD GRADUATE REVIEW 
TASK P0R(IS 1 AND 2 

In several cases, the recomnjndations suggested by Task Force 1 
and Task Force 2 were comparable and complijnentary * Insofar as the 
separate studies arrived at similar conclusions and problems along the 
way, these joint recommeiidations are further strengthened and bear 
reiteraticMi. They also deserve thi? fullest attention of university 
officials by whom action to implement them is requisite. To this 
effect, the recommendations of Task Force 1 and Task Force 2 are 
re-arranged below to focus on an act ion -oriented approach. 

Without substantively changing the character of the stated 
reconniendations , they lend themselves to the following order: tho^e 

that are best implemented by the individual departments and schools 
themselves , and those that can be most adequately di rected from the 
level of central administration. 

Departmental Action 

Recruitment. Task Forces 1 and 2 corroborated the fact that many 
areas were not being as vigorous as they might be in fulfilling their 
share of the task of stimulating youthful fen ^line interest in their 
respective careers. Task Force 1 found a significant percentage of 
undergraduate departments experiencing difficulty recruiting women, 
but also found a high correlation between experiencing difficulty 
recruiting women and the particular types of recruitment techniques and 
materials utilized. Task Force 2 also reported that "recruitment 
policies continued to attract or seek the same sort of applicants each 
year" and that generally "there did not seem to be an effort to broaden 
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the scope of recruitment to include people not historically associated 
with tliat particular field of study. Thus, the recononendation that all 
departments are urged to review their recruitment procedures and 
literature in a more vigorous attenpt to attract qualified women and 
encourage nigh school women. This is particularly important for those 
departments handicapped uy societal perceptions. 

A dmissions Policies : The recanmendation of Task Force 1 that the 

Dental Hygiene Program be re-examined in light of its stated "women only" 
admission policy, is reiterated. Attention should also be given to those 
areas such as Dentistry and Optometry where few, if any, women are 
enrolled. The various graduate conmittees should annually review data 
provided to them by the Admissions Office describing number of applicants , 
acceptances , and enrollments by sex to insure that they maintain their 
non-discriminatory admissions policies. 

Counseling and Advising : Critical to evaluation and improvement 
in this realm is the need for adequate data, especially in the under- 
graduate departments, as emphasized by Task Force 1. Minimum data to 

facilitate further research should show by male and female and by 
* 

department : 

a. number of persons requesting to enter a particular department 

as a major 

b. number of persons accepted to the department as a major 

c. number of persons graduating from the department. 

Continuing Education Division : It bears repeating here that 

Task Force 1 recommends expansion of the programs already in existence 
and an increase in the nundber of times during the day that programs are 
offered. 
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Central A dm irustration Action 

Admissions Policies. Applicable here is the Task Force 1 
recomnendation that ”as the university moves tcward selective admissions, 
every precaution should be taken to prevent any discriminatory practices 
frcMii being unintentionally included in the stateinent of admissions 
policy.” Task Force 2’s recommendation is of critical iipportanoe for 
future reference: 'The Admissions Office should record and make 

available ... a breakdown by male and female of the number of 
applicants to all graduate departments, and the number accepted or 
rejected . . . (which) should be sent periodica '.ly to the various 
departments. The Registrar's Office should also inform the departments 
of the number of students enrolled in graduate study.” 

It is also appropriate to note that stimulus and leadership for 
tlie task of data collection and accurate records by each department 
as recommended by both Task Forces 1 and 2 must come from central 
administration, regardless of whether the actual records are housed in 
the departmental or adninistrative offices. 

Unresolved Pro b lem Situations 

1. In several areas of review, it was documented that both Task 
Forces found individual subjective judgments by faculty to create 
extremely critical points of contact and entry of men and women students. 
Such points of "entry” are exen^)lified by, but not limited to, 
opportunities for further study in a field (faculty advising) , 
fellowship grants, or acceptance as a teaching or research assistant. 

At these points faculty are unavoidably called upon to render highly 
qualitative evaluations, sometimes even arbitrary decisions, regarding 
an applicant's skill, talent, motivation, interest, or intent. This 
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extremely nebulous decision-making process has tremendous importance 
to the individual student, but it remains unstudied, uninvestigated, 
and the results of the process as they affect women are totally 
unsurveyed and uncalculated. Obviously, more researcli in greater 
depth than what this ccmmittet: was able to accomplish should be 
conducted. 

2 . Further study should also cover those areas in which the 
comnittee was unable to initiate any review, e.g., the effect on women of 
the professional counseling activities of the University Counseling 
Center and the counselors in all of the college offices. 

3. Reliable statistics on undergraduate enrollment and progress 
through university levels are currently lacking and are needed. (See 

Counseling. 

4. Comparative data on graduate student salaries by men, women, 
and departments need to be collected and released to each graduate and 
professional department. 

5. Since the report describes a student perception of existing 
discrimination in the university and since such a perception can be 
damaging to the attainment of university goals, a visible program 
should be initiated to research the unresolved problems listed above 
and to coordinate efforts to implement findings. 

To assist in resolving the areas of need identified by the reviews 
of Task Forces 1 and 2, the establishment of an Office fci Women’s 
Affairs is recommended. Details for this proposal are delineated in 
Appendix I. 
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Part V 

KMPLOYMENT POLICIES, OPFORIWITIES, PRACTICES 
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TASK FO;^CF. 3 
Introduction 

Task Force 3 consisted of Ad Hoc Committee members Norma Bugoci 
and Madison Scott. They were assisted by Tina McCune and Cheryl Orebaugh 
from the Office of Administrative Research and Systems and University 
Budget. 

This sub-ccHranittee reviewed the following areas: 

1. Bmploynient policies, opportunities and practices as they 

affect women at the Ohio State University vho are: 

a. faculty 

b. administrative and professional personnel 

c. civil service 

2. Services, facilities, and special programs for women 

The approach to this study was developed in conformance with 

policy objectives enumerated in the University's Policy on Affirmative 
Action. It is the stated policy of the University that it will not 
discriminate against any employee or applicant for employment because 
of race, color, creed, national origin, sex, or age. All University 
officials responsible for personnel administration have a performance 
obligation to support this policy. Yet, because in many cases the 
numerous policies regarding recruitment, hiring, training, supervision, 
promotion, salary, and benefits of employees are vague and inconsistent, 
the University's policy of non-discrimination is often negated. 

The functions of University personnel administration are performed 
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by several people and offices. The Personnel Department as presently 
constituted is primarily responsible for personnel appointed under civil 
service only. Personnel administration related to faculty and 
administrative and professional employees is the responsibility of 
various colleges, departments and divisions, with coordination from the 
Vice President for Academic Affairs and the Executive Vice President 
for Administrative Operations . 

The general policies and various criteria for selection and 
appointment to the University positions are different for each major 
job category idiich includes faculty, administrative and professional, 
civil service and students. Because of this decentralization of the 
personnel function, policies and practices relating to salaries , 
promotional opportunities and benefits are vague and somewhat inconsistent. 

For budgetary purposes, the University classifies its employees 
into six categories. These are nine-month faculty, twelve-month 
faculty, administrative and professional employees, civil service staff, 
special contract employees , and wage employees . This Task Force 
reviewed conditions relating only to faculty, to administrative and 
professional employees and to civil service staff. Time find lack of 
available data did not permit a detailed study of wage employees and 
those on special contracts. The area of student employment is being 
reviewed by other groups appointed by the Academic Vice President and 
the Ebcecutive Vice President of this University. 

Methodology 

Task Force 3 decided to approach their study in the following 
manner: 

1. Review personnel policies and practices pertaining to 
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employinent opportunities, and benefits. 

2. Utilize categories of job classification established by the 
University, e.g., faculty, administrative and professional, and 

civil service. 

3. Secure data collected through the Affirmative Action program 
as a resource. . 

4. Review and analyze the data. 

5. Based on the review, if additional information were required, 
engage in further discussion with college and department 

personnel . 

6. Prepare sunnary and recommendations. 
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Faculty 



This portio?! of the report relates to information applicable 
to personnel Who are defined in Section I, Article IV of the By-laws 
of the Board of Trustees and by Rule 25.01 of the Rules for the 
University Faculty as follows: 



"The University Faculty shall be constituted as follows : 

The President of the University, the m^nfibers of the President’s 
Cabinet, the Deans, the Associate Deans, Assistant Deans, and 
Secretaries of the Colleges and of the Graduate School, all 
persons with the faculty rank of Professor, Associate Professor, 
Assistant Professor, and Instructor (providing that persons holding 
the rank of Instructor have served the Iftiiversity on a Regular 
Appointment in that rank for at least six quarters); all persons 
with faculty rank of Professor Emeritus, Associate Professor 
Emeritus, Assistant Professor Emeritus; the Director of 
Mershon Center for Education in National Security; the Director 
of Libraries; the Registrar; and the Director of Admissions." 



This section of the report pertains only to those iridividuals 
holding the faculty ranks of instn^ctor through professor. Policies 
and procedures cited are current as of January 30, 1971. 

Recruitment : 

Each college, department and division is 
responsible for the selection of applicants and for appointments to 
either vacant or new faculty positions. Data available for use from 
the Office of Affirmative Action revealed that most departments use 
professional society affiliation or a word of mouth technique to fill 
vacancies. Rirther examination of this data indicated that departments 
have individual qualifications they use for screening applicants . 
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Aj)pointmen t , Promotion and Tenure : 

The primary criteria to be 

used in appoint irig persons to faculty rank are teaching ability and 
scholarship which includes personal attributes of integrity, industry, 
open-mindness, objectivity, capacity for leadership, cooperation, and 

(3) 

research ability and its evidences , both published and unpublished. 

In pursuing the objectives of its policy of equality of opportunity, 

the University hires solely on the basis of ability, experience, and 

qualifications, without discrimination as to race, color, creed, 

(4) 

religion, national origin, age or sex. 

In considering the selection of persons for appointment to Faculty 

ranks, rigid application of the criteria for each rank may not be 

practical. The duties and responsibilities of individuals vary greatly, 

and various criteria are of different importance in each case. The 

objective is to deteimine that a person with faculty potential can 

reach a level of performance in reasonable conformity with the requirements 

(5) 

of a given rank as a prerequisite to appointment to that rank. 

/^ointment : Once a department, has selected a prospective faculty 

member, the reconmendation for appointment is submitted by the department 
chairman to the appropriate college dean, who transmits it to the Vice 
President for Academic Affairs, and to the President of the University. 
Final approval for rank and salary is made by the Board of Trustees. 

If an initial appointment to faculty is also for membership to the 
Graduate Faculty, the approval of the graduate School Dean is required 
prior to submission to the Academic Vice President 



(3) Faculty. Appointment. Promotion and Tenure . TTie Ohio S'ate University, 
July, 1962 

(4) EEO Policy. OSU Operating Manual , December, 1970. 

(5) ^ 



Op^. cit . 
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Individuals employed for faculty positions are given a 
"regular appointment" on a nine-month or twelve-month basis. A 
"regular appointment" is issued to meet the continuing needs of a 
department and is renewed automatically at the beginning of each 
fiscal or academic year. TVelve-month appointments are effective 
for the fiscal year July 1 through June 30 and are paid in twelve 
monthly installments. Nine-month appointments are effective from 
October 1 through September 30 (academic year) with teaching service 
provided for three out of four quarters. Salaries of nine -month 
faculty are paid in twelve monthly installments (October 1 through 
September 30). Often faculty members are employed on a "Special" 
appointment to provide teaching service during the "off-duty quarter". 
("Special" appointments are given for a specific period of time to 
perform short-term service). Since various combinations of quarters 
of service are possible, i.e., Autumn, Winter, Spring or Autumn, 

Spring, SLiimer, etc., the utilization of a faculty member's time 
for teaching is expected to be made by the department chairman in 
order that all classes offered by a given department are covered. 

No clear guidelines are contained in Board Rules or the Faculty 
Handbook on policies relating to offering nine-month appointments 
versus twelve -month appointments to faculty. The data, however, show 
that most nine -month appointments are made in the undergraduate 
colleges, i.e., Arts, Humanities, Math § Physical Sciences, Social 
Fi Behavioral Sciences, and University College (including Branches at 
Lima, Mansfield, Marion and Newark) while twelve -month appointments 
are predominate in the undergraduate and graduate professional colleges. 
Of the 1324 persons employed as nine-month faculty, 1133 (861) are men, 
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and 191 (14%) are vroinen. The twelve-month total faculty is 1680, 
with 1346 (801) men, aJid 338 (20%) women. Only 19% of the total 

faculty count of 3004 are women. 

In oTxier to deteimine if dii crimination exists in the faculty 

ranks between males and females, Ihe qualifications of all individuals 

would have to be studied and compared. Most of the criteria for 

attaining rank are flexible, intjangible, and individually applied, 

and because time did not petmit this committee to collect and evaluate 

infoimation on degree qualifications, an in-depth (comprehensive) study 

was impossible. The only analysis; possible was a comparison of head 

counts. The data revealed that 6% were women of a total of 857 

individuals holding the rank of professor. Of the 656 holding the 

rank of associate professor, only 14% were women. Of the assistant 

professors, 20% women were found in the total of 751. 36% of the 

639 instructors were women. This compares with a 1966 report of 

the U.S. Office of Education which estimated that on college 

faculties, women comprised 32 percent of instructors, 20 percent 

of assistant professors, 15 percent of associate professors, and 

( 6 ) 

9 percent of full professors. 

Promotion: In accordance with Faculty Rule 13.0503, each 

academic unit has filed with the Office of Academic Affairs its 
criteria for promotion and tenure. These written criteria were 
reviewed in detail, and there were no indications of discriminatory 
practices in the promotion of male and female. No figures were 

(6) Report on Higher Education . Frank Newman, Unpublished Report, 
March 1971. 
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available to show the University’s trend in the promotion of its males 
and females. 

Tenure : Specific rules have been adopted relating to tenure 

and to the rights av?d responfiibilities of faculty by the Board of 
(7) 

Trustees . 

The rules state that "attainment of tenure is not automatic." 
However, no central source currently exists with infomation on which, 
faculty members have tenure or do not have tenure. Records were available 
on individuals idio received tenure during the last five years, but little 
information was available prior to that time. Some of the Colleges 
had excellent records of their faculty whom they viewed as having 
tenure. .Other Colleges had no tenure records of any kind. The Office 
of A cadem ic Affairs is currently attempting to compile a master list 
of faculty which will show those individuals who should have tenure, 
those who have tenure, and those to be reviewed for tenure based on 
the year in ^ich they corplete probationary status. 

The general policies and criteria for tenure in each college 
(on file in Academic Affairs) was carefully reviewed and it was 
concluded that no visible form of discrimination existed. 

S alaries : 

All Colleges operate within an established budget, 
and the salary offered to a prospective faculty member is determined 
by the monies available in each College. Ihe Colleges may not exceed 
the number of dollars allocated to them in any budget year. Salary 
studies for faculty by rank, by sex, and by college only have been done 




(7) Faculty Appointment Promotion and Tenure . The Ohio State 
University, July, 1962. 
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centrally for many years. Generiil3y, college averages have bev-^ 
distributed to college deans for U5;e at their discretion. Information 
on faculty compensation based on A^VUP (American Association of 
University Professors) findings have been mailed to all faculty for 
the past^tM) years. Recently, the Office of University Budget developed 
a salary analysis of faculty saldes by department, by rank, by sex, 
and by college. This infoimation was distributed to the academic deans 
for use in budgeting for 1971-72. The Office of Univeriity Budget 
also prepared a salary study comparing OSU salaries to those paid at 
other selected institutions participating in the Ccnmittee on 
Institutional Cooperation within the Big Ten. These vrere 
distributed to college deans. However, salary data, for the most 
part, are classified as confidential infoimation with exchange of 
data limited to central administration and college deans. The deans 
of the various colleges decide on how much infoimation to give to 
department chairmen. 

Because of the difficulty in obtaining salary data and 
preparation of the data for analysis, the Ad Hoc Committee decided 
to submit tliis material as a Special Supplement noted as Appendices 
J, K, and L. 
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Benefit s : 

Each individual regular employee is provided certain fringe 
benefits by the University. Policies covering entitlement to the 
various program benefits are uniform in application and are 
administered without regard to race, creed, color, sex, or national 
origin, and are contained in University publications. 

State Teachers Retirement Program ; Faculty members enroll 
in the State Teachers Retirement System. The faculty member 
contributes 7.8% of his monthly salary (via payroll deduction) and 

the University contributes 12.9% of the monthly salary to the 
retirement fund. 

Major Medical Group Life Insurance : A premium to cover 

the costs of Major Medical Group Life Insurance is added to the 
salaries of all regulai* members of the faculty. 

Blue Cross/Blue Shield ; Optional University sponsored 
hospitalization and surgical insurance plans are available with 
coverage effective as of the date of employment. 

Military Leave : Military leaves of absence are in 

accordance with federal and state laws. 

Workmen's Compensation : Each faculty member is protected 

by the provisions of the Law of the State of Ohio. 

Sick Leave : Absence due to illness is considered on an 

individual basis. 

Vacation : The policy of the University states that all 

faculty members shall be off duty foi one month each ^ r. 




(8) Faculty Handbook, The Ohio State University, August, 1969, See 
Operating Manual, The Ohio State University, Section 1-1, pgs. 9, 
14,' IT, 2r,*3J=37, February, 1971. 
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Adminis*:ra( Ive and Professional Rffiployees 



Task Force 3 discovered that no written statement of policy 
currently exists which defines an idministrative and professional 
employee. The University states t.iat administrative and professional 
entjl^loyees arc not classified as faculty or civil service. Examples 
of A fi P personnel are the President, the Vice Presidents, the deans, 
associate and assistant deans, research associates, and assistants, 
college counselors, the payroll officer, assistant to deans and 
chairmen, administrative assistants and various other individual^. 

Policies and procedures cited are current as of January 30, 1971. 
Recruitment 

Each college, department or division is responsible for the 
selection of applicants and for appointments to either vacant or new 
positions. Most recruitment for A Fj P is done by word of mouth, 
through "somebody who knows someone". 

Appointment, Promotion and Tenure 

The only knownrestrictions for appointing individuals to the 
A fi P class are budgetary. If money is available and the need to 
hire is established, individuals are employed. Job descriptions or 
position descriptions are not required for appointments to this 
class. However, each area is requested to submit a letter stating 
the qualifications of the individual and the proposed salary, 
with the appointment reconmendation to the Director 6f University 
Budgets. Occasionally, a specific title is denied or a salary change 
is reconmended . Data on the frequency of such changes are not available. 

Individuals arc sometimes changed from a civil service classification 
to the administrative and professional group. No guidelines for making such 
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changes were available. Changes in titles denoting a promotion 
within A 5 P, were from an assistant dean to an associate dean or 
from a dean to a vice president. However, no clear cut definition 
existed on what constituted a promotion. 

Data revealed that of a total head count of 2,237 A § P 
personnel, only 351 were female. Data currently are not available 
to show the kind of positions held by these women. Presently, there 
are no female vice presidents, no female deans, and. only a few females 
with either assistant or associate dean positions. This report reveals 
that faculty have rules relating to qualifications for tenure, civil 
service employees have laws protecting their status, but no guidelines 
or policies exist for the individual employed in the administrative 
and professional category. 

Salaries 

No guidelines exist for structuring salaries in this area. 
Salaries of newly appointed administrative and professional personnel 
are usually based on what the individual is able to negotiate, with no 
apparent concern given as to how much the position is worth, or how 
the compensation compares with other similar individuals and positions 
within the University. As indicated, this category of personnel 
covered some 2,237 employees ranging from the president to Technical 
assistants. Salary information only indicated gross differences 
between males and females in salary. The data did not reflect the type 
of positions compared. 

Benefits 

Each regular A f, P employee is provided some fringe benefits by 
the University. Stated policies covering these benefits are uniform 
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with no discrimination reflected due to race, creed, color, sex, or 
national origin. 

Retirement 

If the A 5 P employee transfc rs from faculty status to A § P 
or if the employee has been a member of State Teachers Retirement , the 
employee is enrolled in the State Teachers Retirement System. The 
individual contributes 7.8t of each month’s salary to the STRS, with 
the University contributing 12.9% of the monthly salary. A 5 P 
employees who are not currently or have not previously contributed to 
STRS are enrolled in the Public Bni)loyees Retirement System. The 
employee contributes 7.7% of the monthly salary, and the University 
provides a contribution of 10%. 

Workmen’s Compensation 

Each A 5 P employee is protected by the provisions of the Law of 

the State of Ohio. 

Major Medical Group Life Insurance 

A premium to cover the cost of the program is added to the 
salaries of all regular A § P employees. This portion of the salary 
is tax exempt, and coverage is effective on the date of employment. 

Blue Cross/Bihae Shield 

Optional Ihiversity sponsored hospitalization and surgical 
insurance is available to each A § P employee with coverage effective 
on the date of employment. 

Military Leave 

Military leave policy is in accordance with Federal and State Law3. 

(9) Operating Manual , The Ohio State University, Section 1-2, February, 1971 

er|c 



Sick Leave 



There is no definite, written A § P sick leave policy. 
Different procedures exist. Seme areas administer sick leave in 
accordance with civil service policies and otherrareas deduct time 
from eamed annual leave time. 

Vacation 

There is no definite vacation policy. Each area administers 
its own policy. Some follow civil service guidelines while others 
allow one month, as specified for faculty. The "one month" is 
interpreted as anything from 20 working days to literally one month. 
Some employees benefit by taking a vacation during a 31 day month. 
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Civil Service Bnpl oyees 

Policies and procedures cited are current as of January 30, 1971. 

A civil service employee was described as one who is appointed 
and idio serves under the provisions of Chapter 143 of the Ohio Revised 
Code. Appointments are made to classified positions on specific salary 
schedules that have automatic step increases established by the State 
Legislature in the State Classification and Salary Plan as approved by 
the Ohio State University Personnel Director. 

The basis for the establishnxjnt of an authorized position in the 
civil service> is the Position Description Form 7552. A Position 
Description form is ccmpleted, in the case of a new position or a 
reclassification of an existing position, \diich describes the duties 
perfoimed, and identifies the organizational unit to which the position 
is assigned. 

Positions in the classified service are divided into two groups: 

1. Those classifications for which assembled competitive civil 
service examinations have been prepared. 

2. Those classifications for which no assembled competitive 
civil service examination has been prescribed. Employees in 
these classifications are graded in an unassembled examination 
on the basis of their education, training, and past work 
experience to qualify for the position to which they are 
appointed. 

In pursuing the objectives of its stated policy of equality of 
opportunity, the University hires solely on the basis of ability, 
experience, and qualifications, without discrimination as to race, creed, 
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religion, national origin, age, or sex.^^ 

Recruitment 

While tlie personnel function for faculty and administrative and 
professional employees is administered by each college and division, the 
Personnel Department is responsible for the employment function for 
personnel in the classified civil service. The Personnel Employment 

I 

Office has prime responsibility for recruiting, testing, and referral 
of applicants to the various departments fox employment interviews. 

The University does not have a traditional source of applicant 
supply for positions open in the classified civil service. Essentially, 
recruiting for qualified professional, secretarial, clerical and service 
support positions is limited to a few "help wanted" advertisements, field 
trips, employee referrals, and, as a last resort, employment agencies. 
Although some improvements have been made by the University to provide 
information concerning its job opportunities and to develop new sources 
of applicants , it was evident that much remains to be done as the 
University lacks a well*planned and coordinated recruiting effort. 

Individuals appointed in the classified civil service are 
processed through the Personnel Employment Office before final job 
offers are made. Appointments to positions in tlie classified civil 
service are made from lists of eligibles established from competitive 
civil service examination. An appointment in the classified service is 
not complete until a probationary period of not less than 60 days or 
more than 120 days is satisfactorily completed. If the service of a 



Ibid . Section 1-3 
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probationary employee is unsatisfactory, the individual may be removed 
at any time during his probationary period after completing 60 days. 

Upon the attainment of permanent status, a classified civil service 
employee can not be terminated without just cause. 

Promotions 

Ohio Civil Service Law provides for promotion on the basis of 
competitive promotional civil service examination. However, this review 
revealed that the University does not have a promotional examination 
program or any campus -wide system of promotion for persons serving in 
the classified service. The usual procedures indicated that employees 
serving in the classified service could be considered for promotion 
when vacancies in their job classification are to be filled. Strictly 
speaking, however, promotions of persons in the classified service are 
made on the basis of decisions of the department head or 
supervisor, with the approval of the Personnel Director. 

If an individual is fortunate enou^ to be originally employed in 
a department which believes in promotions from within, which is large enough, 
and which has enough turn-over with fairly regular higher level positions 
avail ab le , then his promotional opportunities are good. If, however, a 
person is employed in a smaller department vdiere limited promotional 
opportunities exist, or where outside employees are consistently hired 
to fill departmental positions, promotional opportunities are poor. The 
best alternative for the latter individual is to seek a transfer to 
another area by using his own in-house knowledge and contacts to determine 
available positions. 

The University's policy on transfers for classified service 
employees states: 
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"An employee may be transferred if such transfer is in the best 
interest of the University^d the employee concerned . . 

(for more detailed infoirmation see the booklet entitled "Policy 
and Rules Relating to Working Conditions of the Non-academic 
Bnployees of the Ohio State University") . 

Yet, in reality, the existing policy has not utilized in-house 
potential, and, therefore, it has not served the best interest of either 
the University or of the employee concerned. 

Salaries 

Compensation for personnel appointed in the classified civil 
service at the University is fixed by the State Legislature. A specific 
pay range is assigned for each job classification, and there are no 
salary inequities based on sex. 



Benefits 

Policies covering entitleinent to the various program benefits are 
unifoxm in application and are administered without distinction as to 
sex. The Personnel Department is functionally responsible for the 
administration of the benefits program for all University employees. The 
benefit program encompasses a wide range of benefits that supplement 
salary programs. 

The following sections describe the major benefits provided by the 
University for its regular civil service employees. 

Workmen's Compensation : Each employee is protected by the provisions 
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of the Workmen's Con^nsation Law of Ohio. This law covers expenses for 
medical care, as well as certain benefits for loss of salary, which are 
paid through the Industrial Coirmission of Ohio for loss of salary, due to 
injuries or disabilities received during the regular performance of 
official duties. 

Group Life and Major Medical Insurance : The University provides Group 
Life and Major Medical Insurance benefits at no cost to its regular 
civil service employees. 

Blue Cross/Blue Shield : Group hospitalization and surgical benefits 

are available to all employees and their families. Costs: Participation 

in the group plan is not mandatory for employees whose rate of pay is more 
than $3.88 per hour. Bnployees may enroll during the first 30 days of 
employment, or the annual enrollment period in October of .each year. The 
cost of the plan is taken as a payroll deduction. 

Employees idio are in classifications assigned to a pay step of 
$3.88 per hour or less receive individual or family Blue Cross and Blue 
Shield coverage at no cost. 

Vacations: Civil Service employees earn leave at the rate of 80 hours 

of vacation per year (two weeks) for the first 10 years of service; 

120 hours of vacation per year (three weeks) for the second 10 years of 
service; and 160 hours of vacation per year (four weeks) after 20 years 
of service. 

Uol idays : The following yearly paid holidays are observed by the 

University. In the event that one of the days occurs on a Saturday, the 
Friday immediately preceding is observed as the holiday, If the holiday 
falls on a Sunday, the Monday immediately succeeding is observed as the 



holiday. 



New Year's Day 
President's Da)' 
Memorial Day 
Independence D.iy 
Labor Day 
Columbus Day 
Veterans Day 
Thanksgiving Day 
Christmas Day 



January 1 

Third Monday in February 
Last Monday in May 
July 4 

First Monday in September 
Second Monday in October 
Fourth Monday in October 
Fourth Thursday in November 
December 25 



Sick Leave and Absences : Sick leave is earned at the rate of 4,6 hours 
per 80 hours of service and may be accumulated up to 960 hours. Sick 
leave may be used for personal illness and for illness or death in one' 
imnediate family. 

Military Leave i An employee who belongs to the Ohio National (iiard, or 
to any other reserve component of the United States Armed Forces, is 
granted leave with full pay up to 31 days per calendar year if he is 
called for field training or active duty. This leave is in addition to 
the regular vacation time. 

A permanent employee ordered involuntarily to extended active 
duty in the military service is granted leave with pay for any remaining 
part of the 31 days of the calendar year but without pay for the 
remainder of sudi service. 

The permanent employee who applies for his former position at the 
University within 90 days after honorable discharge may be reinstated 
in that position. 
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Retirement: Civil Service employees are members of the Public Employees 
Retirement System of Ohio. The employee makes a 7.71 contribution to the 
retirement fund, which is refundable 90 days after termination of state 
employment. The University’s contribution to the Public Employees 
Retirement System is 10% of the total compensation earned. Imployees 
with 35 years of service may retire at any age; those vdth 25 years, at 
age 55; and those witli 5 years, at age 60. 
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Suwnary 

A review of the ^#ersoimel policies and priorities pertaining to 
employment opportunities, benefits, and working conditions at The Ohio 
State University revealed a number of inequities directly related to the 
problem under investigation. 

An analysis of the University’s work force at the faculty, 
administrative and professional, and civil service levels revealed that 
the University employed 8,304 workers, or a full-time equivalency of 
7680.45. The total number of women was 3,147, or a full-time equivalency 
of 3004.15. 

Of tliis total, women comprised approximately 18%, of the 
professorial ranks of instructor and above; and 35%, administrative and 
professional; with 60% being classified as clerical and service workers. 
Appendix J depicts the composition of the University's work force. 

Data indicated that women at The Ohio State University lacked 
significant representation in most major areas throughout the 
University. While women comprised 38% of the total work force, they did 
not have equal status with men at all levels and in all realms of 
University activity. This problem was observed to be particularly acute 
in such areas as top level administrative and professional posts and in 
the instructional and research staff. Evidence showed that women were 
under-represented in these areas and, in general, held positions with 
little power involving critical decision-making. 

Rules wiitten for faculty relating to promotion and tenure were 
broad in concept and allowed for much individual interpretation at the 
college or departmental level. Infoimation was collected on faculty 
salaries and compared by rank and by sex, but the data was not compared 
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to qualifications nor to length of !.ervice. 



Although civil service personnel received incremental changes in 
pa/ or changes in classification in the case of classified individuals, 
neither they nor administrative and professional employees were given 
the opportunity for continued personal development. To tliese individuals 
the University offered jobs, but it did not offer careers. There was no 
career system at the University which permitted persons coming into the 
University to be developed, assigned, and promoted as tlieir activity 
and potential increased and the needs of the University changes. Thus, 
employees already at the University generally were relegated to a lifetime 
of work in one assignment rather than engaging in career development. 

Services and Facilities Available to Women 

Task Force 3 reviewed current practices and opportunities available 
during Autumn Quarter, 1970, to the female population of Uie University 
(faculty, staff and students) for use of the recreational facilities on 
campus. 

The facilities used for the recreational and teaching function of 
the University have established priorities of (1) teaching, (2) athletics 

with emphasis on varsity sports, (3) intramural activities, and (4) other 
recreational programs. The recreational facilities of the University were 

built in 1930, to accommodate 15,000 students. With a current basic 
University requirement for physical education involving about 11,000 
males and 3,500 females using available facilities between the hours of 
8 and 4, and a current student enrollment of 45,000 plus students with 
a full-time faculty/staff population of over 16,000 plus, space and facilities 
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are a problem. 

The Ohio State University is currently in the lower tliird of the 
Big Ten in the availability of facilities for recreational functions, and 
yet these facilities are supporting programs of Physical Education, 
eighteen varsity sports in the Athletic Program, as well as other 

recreational programs aimed at the faculty/staff. 

The intramural progran^^ making use of the available facilities 

is the largest program of its kind in the country. The intramural 
program is directed mainly toward football. Frcnn 5:00 P.M. on daily, the 
intramural/ recreational programs must work around the 18 varsity sports 
sponsored by the Athletic Department. Pool space is one of the larger 
problems as the Physical Education programs have first priority thereby 
making pool space available only on weekends . At the present time , 
mixed swims are held during the Fall, Spring, and Summer quarters on each 
Saturday, witli an attempt being made to schedule some Sundays from 
mid-December. An attempt is also being made to schedule seme Fridays. 
Students are constantly complaining about the pools being used by the 

Faculty and Staff during these mixed swims. 

Programs available to the female population for intramural events 

is administered by the Office of Student Affairs and is operated by 
Women’s Physical Education. Women may participate in various activities 
within tiie Inter-Collegiate Club. These activities are kept at low key 



(til Handbook of University Recreatio n and Intramural Sports . The Ohio 
State University 1970-71. Published by University Recreation and 

Intramural Sports, 

0^*^) Women's Recreation Association, 1970-71. The Ohio State University. 
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and spectator sports are discouraged or kept at low key. Some thirteen 

different sports are available to wanen. Females have been involved in 

the patrol used for canoeing as well as guards at the pool. 

Suwna Ty 

Tbe greatest problem facing Idie University recreational program 
was the lack of facilities. HopefuJlly this could be corrected within 
the next five years as plans are being considered by Central Administration 
for more and better facilities. These, of course, mist compete with other 
University priorities. 
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Conclusions and Recommendations 

The Task Force 3 study was a general one that attempted to focus 
on the employinent problems of !4omen at The Ohio State University and to 
indicate the need for further in-depth study and planning with regard to 
these concems, A university the size of Ohio State is a con^lex 
organization imposing unique problems of management and control on its 
operating officials. 1 ^f<wever, the vagueness and inconsistencies in 

practice and policy were sone of the university's most pronounced 
inadequacies. With such inadequacies, it was difficult to identify the 
nature and extent of certain discriminatory practices. 

However, the inadequacies noted in data pertaining to the 

status and role of women at The Ohio State University supported the 
findings of other universities, tliat women were paid less and under- 
represented in upper academic and administrative levels. Ihe Women's 
Bureau reported that in colleges and universities, women were much less 
likely than men to be associate or full professors. Rather, they usually 
hold such sex-oriented posts as Dean of Women or Director of Home 
Economics#'^ Ihis view was enhanced by the fact that at Ihe Ohio State 
University as of February 1, 1971, there were no women serving in 
positions of Vice Presidents or Deans, or in any of the top administrative 
policy-making positions. The Women's Bureau report further noted that 
the earning wage between men and women varied considerably by 
Oi:oipational groups, even vtfien they were employed in equal positions.. ^ 

Os) Fact sheet on the earnings gap, U. S. Dept, of Labor Women's Bureau 
Washington. D. C., 1970, p, 1. 

Fact sheet on the earnings gap, U. S. Dept, of Labor Women's 
Bureau, Washington, D. C., 197C, p. 1. 

Ibid 
o 
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Findings at The Ohio State University supported this observation. 

Written statements of policy in regard to certain categories of 
University employees were either nai-existent or inadequate, 
particularly as they pertained to selection criteria, benefits, and 
conipensation. Further, in the specific area of the adnunistrative and 
professional class, there were no clear statements of vhat the 
University expected of this categoiy of employee , or what this category 

of employee could e3q>ect from the University. 

Information on the promotional opportunities for administrative and 
professional employee could only be found through the use of historical 
records maintained by the Payroll Department of Hie Ohio State University. 

These records contained payroll information relating to salary and titles 
but were not in any type of order to be analyzed. Departments or 
colleges had seme data on faculty or civil service employees. With the 
exception of the civil service class where each position was coded with a 
job title and salary level, no specific guidelines were available on 
salary data to operating officials. Policies appeared to be the result 
of practice and tradition. Based on this fact alone, it was reasonable 
to assume that there were indeed inequities at The Ohio State University 
including some based on sex. Beyond this, it would appear that 
employment practices affecting women at Ohio State University were less 
the product of conscious direction than the very human tendency to avoid 
sticky decisions. Omission rather than commission appeared to be the 
problem. Although qualified women might be available, affirmative action 
liaison officer data seemed to indicate that the University had not taken 
positive steps to exploit all of the available opportunities. It was 

further noted, however, that in certain disciplines as engineering, 

95 
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matliematics and physical sciences, medicine and veterinary medicine, the 
demand for women exceeded the supply of graduates available. 

Hie factors which affected opportunities, policies, and conditions 
with respect to women at The CSiio State University were numerous. Further, 
the problems that the University faced in connection with recruiting, 
providing equal opportunity for all, budgetary concerns, and union 
demands, to name a few, suggested the depth and complexity of the issue. 
This , coupled with the lack of clearly-defined personnel policies and 
delineation of responsibilities, affected the personnel operation in a 
way vdiich could not be calculated. 

In spite of the fact that this review was a general one, and the 
University a complex organization, meaningful information was acquired. 

The data revealed a definite need for reorganization and development of 
sound personnel policies. After re-establishment of policies, existing 
inadequacies should be eliminated in all personnel areas of the 
University. Based on this data collection and review of personnel 
policy, the following are recommended: 

1. A complete study of employment recruitment policies should be 
conducted. 

2. A stronger effort should be made in recruiting and employing 
more women in faculty and upper- level administrative 
positions . 

3. Promotion procedures should be written for the administrative 
and professional class 

4. All positions should be identified on the budget and all titles 
standardized. To insure equal pay for equal work, each 

position should be evaluated according to job content, degree 
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of difficulty, and level of responsibility. 

5. Existing salary inadequacies should be corrected with emphasis 
on fair and equitable rates for all positions. 

6. A data collection system to identify inadequacies 
within the University personnel system should be developed. 

The data system should include current statistical 
information, periodic reports, employment, recruiting, and 
other sunmaries. Although a system currently exists, the 
format is difficult to interpret and the depository of 
information not always available. The proposed management 
system would create a simple and uniform format. 

From the preceding general recoinmendations a clear-cut personnel 
system to focus primarily on employment problems may be sculptured. 

7. Finally, it is obvious that the University lacks sufficient 
recreational services and facilities. However, it is also 
obvious that women do not have equal access to such services 
and facilities. Priorities should be examined in order 
that more equitable opportunities may be available to 
women. 
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UNTVERSnt CCmiTTEE ASSIGNMENTS 
TASK FORCE 4 

Introduction 

Task Fbrce 4 consisted of Ad Hoc Conmittee member Imogene King 
Who later appointed two faculty members and two students to assist in 
the interviews. Other Ad Hoc Comnittee members and consultants 
supplied supplemental information. 

The purpose of this group was to collect infoimation about 
selection criteria for University conmittees , the number and percentage 
of women represented on these coninittees. 

The limitations for Task Force 4 approximated tliose limitations 
identified for Task Forces 1 and 2: namely, time constraints, limited 
personnel, and lack of experienced full-time research members. 

Methodology 

The Task Force decided to conduct a survey using the personal 
intenriew technique in an attempt to gather the desired information. 
The giTup agreed that individuals making appointments to university 
conmittees would probably be in administrative or leadership positions. 
These positions were identified as college deans, department chairmen, 
directors of schools, vice-presidents, the president, and leaders of 
the Uhiversity student groups. Rather than contact all these 
administrative personnel, it was assuned that college deans and school 
directors could provide the requested infoimation for department 
chairmen and therefore they would not be contacted. The Task Force 
also agreed that the Undergraduate Student Government and the Council. 
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of Graduate Students would be representative of student groups. The 
Schools of Nursing and Hone Economics were not included in the survey 
because they consisted primarily of women. Vice-President Moulton was 
excluded since the Ad Hoc Conmittee review was initiated from his office. 
The personnel selected for interviews are noted in Table 13. 

With the exception of Presidc;nt Fawcett, who was to be 
interviewed by the total Task Force.’, but was actually intejxviewed by 
only three (3) of the members, the thirty-two (32) other individuals to 
be interviewed mere divided among the five (S) conmittee members to 
arrange interviews within a seven to ten day period. All task force 
members had conducted some interviews previwiBly and therefore were 
not trained specifically for this survey. 

Ten questions were prepared as an interview guide. (See 
Appendix M) . The guide was to determine selection criteria for 
conmittee appointment. . review of criteria, how conmittees were 
established, current conmittee membbrs, and numbers of women on 
conmittees. It was decided that information from questions 8, 9, and 
10 could be obtained from a secondary source. This procedure was 
followed to save interview time. 

A pre-test of the interview guide was conducted in the School of 
Nursing. After revision, the interview could be conducted in less than 
fifteen minutes. 

Interviewers scheduled appointments with individuals to be 
interviewed. The Task Force members were instructed to familiarize 
themselves with the questions but were to do no probing after asking 
the designated questions. They were permitted to talce notes for later 
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Table 13 



Task Force 4 

Individuals to be Interviewed 



President 


Novice G. Fawcett 


Vice President: 


Academic Affairs 


Lloyd R. Evans 


Business and Finance 


Gordon B. Carson 


Educational Services 


John T. Bonner 


Medical Affairs 


Richard L. Meiling 


Student Affairs 


Ted R. Robinson 


University Developoient 


Robert G. Smith 


University College 


John T. Mount* 


Dean of Students 


Kenneth L. Bader 


Graduate School 


Arliss L. Roaden 


College : 


Administrative Science 


James R. McCoy 


Agriculture and Home Economics 


Roy M. Kottman 


Arts 


Lee Rigsby 


Biological Sciences 


Richard H. Bohning 


Dentistry 


John R. Wilson 


Education 


Luvem L. Cunningham 


Engineering 


Harold A. Bolz 


Humanities 


Arthur E. Adams 


Law 


James C. Kirby 


Mathematics ^ Physical Sciences 


Geoffrey Keller 


Medicine 


John A. Prior 


Optometry 


Frederick W. Hebbard 


Pharmacy 


Lloyd M. Parks 


Social ^ Behavioral Sciences 


James G. Martin 


Veterinary Medicine 


Clarence R. Cole 


School: 


Allied Medical Professions 


Robert J. Atwell 


Architecture 


Lawrence C. Gerckens 


Journalism 


William E. Hall 


Music 


Harold Luce 


Natural Resources 


Robert W. Teater 


Social Work 


Richard R. Medhurst 


Student Government: 


Undergraduate 


Stephen P. Kling* 


Graduate 


Frank F. Matthews* 



*Not interviewed 
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reference. 

Individuals actually contacted for interviews are reflected in 
Table 13. Repeated efforts were made to contact the two students but 
the Task Force interviewer was unable to arrange an appointment 
within the scheduled interview period. 

Findings 

Respondents did not always re; act to each question. 

Information from each interview was organized under each of the 
seven questions in the interview guide. A content analysis of data 
from question one by the Task Force resulted in the identification of 
four major categories stated by respondents as selection criteria 
primarily for faculty for committee appointments. The categories 
were interest, competence , balance , and knowledge . 

Additional individual responses included the ability to get 
along with others, the length of time in a faculty position, the 
productivity of a faculty member, the activity load of individual 
faculty members, availability of a faculty member to serve on a 
conmittee, and a "vehicle for contacts" (one who knows people). 

Each interviewer stated that no dean or vice president had 
written criteria nor were these criteria common knowledge. 

In response to item two, all interviewees except on dean stated 
that they believed the criteria they verbalized were adequate to provide 
for wide presentation of faculty and students. Another dean noted 
that following the interview he wanted to review criteria for broader 
comnittee representation. 
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When respondents were asked how recently criteria had been 
reviewed! eight indicated they had done so within the past year, eight 
stated they usually had an annual review, four discussed recent reviews, 
and two mentioned continual reiriews as each new comnittee is formed. 

The majority of deans indicated that although selection criteria 
may not be reviewed annually, they do review comnittee representation 
or structure each year. 

When asked how many comnittees they were responsible for 
appointing, one respondent stated he made no appointments, and another 
indicated he made no appointments but did offer suggestions. Tvto 
interviewees revealed that they only appoint ad hoc ccnmittees. The 
majority of deans noted that they do not appoint committees but rather 
approve them upon recomnendations from departments or divisions . There 
was lack of clarity in the responses to item four. 

Items five and six inquired as' to how comnittees were formed. 
Again,' it was difficult to adequately interpret responses because of 
diversity and lack of clarity. However, three interviewees confirmed 
their committees were foimed by appointment only. One respondent stated 
committee structure was determined by the discipline or area of 
knowledge. A few comnittees were selected from recomnendations by 
department chairmen. Numerous replies indicated comnittees were 
primarily elected by peer groups, faculty by faculty, students by 
students. Information not specifically resulting from this survey, but 
relating to this item may be obtained from the document ’’Comnittee 
Structure by College” prepared by the Faculty Council Committee on 
Student Representation for Spring Quarter, 1970. 
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All colleges and schools interviewed supplied lists of current 
ccnmittees with faculty representation in their areas. See Table 14. 

This table depicts nionber of comnittees, number of women representatives, 
and percentage of women on ccnmittees. 

Only certain colleges and sclools included numbers of student 
representatives on ccnmittees. 
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Table 14 Task Fbrce 4 

College and School Caonittees 



College of 


Nunher 

of 

Conmittees 


Nianber of 
Connittees 
with Women 


Percent of 
Coninittees 
with Women 


Agriculture ^ Hone Economics 


33 


20 


60% 


Arts 


9 


9 


100% 


Biological Sciences 


11 


4 


36% 


Dentistry 


17 


3 


18% 


Education 


5 


5 


100% 


Engineering 


22. 


0 


0% 


Humanities 


7 


7 


100% 


Law 


15 


5 


33% 


Mathematics ^ Physical Sciences 


11 


4 


36% 


Medicine 


18 


9 


50% 


Optometry 


23 


0 


0% 


Social ^ Behavioral Sciences 


12 


8 


67% 


Veterinary Medicine 


12 


1 


8% 


School of 


Allied Medical Professions 


21 


16 


76% 


Architecture 


9 


0 


0% 


Joumalism 


12 


4 


33% 


Music 


12 


8 


67% 


Natural Resources 


14 


4 


29% 


Nursing 


10 


10 


100% 


Graduate School 


7 


2 


29% 
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Conclusions 



No criteria for selection, appointrwnt and recommendation of 
faculty, students and staff to university committees seem to exist 
except in the minds of the various administrators. Some of the categories 
verbalized by respondents as selection criteria might well serve as a 
base for establishing written criteria. 

It was apparent that faculty women were underrepresented on 
university committees in relationship to the number of women available 
for committee appointments. A cursory examination also seemed to 
indicate an unequal distribution of available women in that some areas 
were seldom represented. 



Recomm e ndations 

1. Basic criteria for selection, appointment, and recommendation 
of faculty, students, and staff to university oaimittees and 
to those committees in colleges and their administrative units 
should be fomilated and written. This information should be 
communicated to all students , faculty , and staff for 
administrative use in committee appointments. 

2. Consideration should be given to a program of active 
appointment of women faculty and students to conmittees in 
those colleges and units that have few or no women. 

If necessary, interdisciplinary lines should be 
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crossed from related areas udierever feasible in order to 
utilize women until recruitment of women can be successfully 
adiieved. (e.g. » a woaum from Mathematics night serve on the 
College of Engineering curriculimi coomittee.) 
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Supplq nent to Task Force 4 Interviews 

Since the data from Task Force 4 interviews focused primarily 
on status of women at college and departmental levels of conmittee 
appointments, the Ad Hoc CoBmittee decided to engage in a supplemental 
analysis involving university-wide camiittees. This analysis was 
considered essential if the number of women on top level committees 
was to be determined. Therefore lists of university-wide conmittees 
were obtained from the Supplement to the Faculty and Staff Directory, 1970-71, 
and examined. Analysis of cownittee structures is found in Appendix M. 

The totals at the end of the table of university conmittees highlight 
an important dichotomy. Although 7 percent of faculty membership and 
27 percent of student membership is female, they each must represent a 
constituency that is composed of considerably higher proportions of 
females, that is, 18 percent of all faculty and S7 percent of all students 
are women. This situation is even further pronounced by this phenomenon: 
the recurrence of a single woman's name on several different committees, 
lending credence to the propositions that perhaps even the 7 percent and 
27 percent figures are unrealistically high. Quite obviously, the 
resources of the women on campus are being under-utilized and under- 
represented on the campus conmittee work. 
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Phase II SIMIARY M) REOGItlENDAIIONS 



EMPLOYMENT AND OOMITrEES 



TASK FORCES 3 and 4 



Task Forces 3 and 4 focused primarily on employment practices 
and comnittee appointments. Time did not permit a detailed stu<fy of 
all categories of university personnel. Therefore, a review of student 
concerns in these areas did not receive full attention because (1) 

Phase I of this report was devoted to student problems and (2) other 
university task forces Have been assigned to investigate certain 
s^ident needs and interests. 

The Comnittee assuned that by reviewing policies and practices 
relating to employment and comnittee appointments that insights might 
be gained concerning the status of women at this University. The first 
insight that was gained was the lack of policy statements. Further 
study revealed lack of consistent practices and tremendous problems 
in collecting data to ascertain vdiether or not discrimination did exist 
and, if so, to what extent. The lack of structure in policy and in 
management systems it almost impossible to answer questions 
critical to the operation of a large institution. 

Althou^ Task Forces 3 and 4 were able to collect and interpret 
enough data to suggest certain definite trends, there was still a need 

for further research in these areas. 

Consistent with the more detailed recomnendations found at the 
end of the individual task force reports are the following general 
recornnendations I 

1. Policy statements should be written and clearly defined where 




102 



no written criteria or policies exist. Furthennore, these 
statements or criteria should be published and available, 
rhis relates to en^loymert practices and also ccrninittee 
appointments . 

A conscious effort should be made to utilize qualified women 
more effectively in decision*making positions. This involves 
a commitment in appointing women to administrative positions, 
to various comnittees , and in offering promotional 
opportunities at all levels. 

Positions, titles, responsibilities, and job levels should 
be reviewed and reimbursement made consistent with position 
demands. Where budgetary inequities exist, they should be 
corrected. 

A data collection and processing system should be established 
which would collect data in the most efficient manner so that 
current information would be available and easily accessible. 
Until this is done, all personnel problems including those 
associated with women, cannot be adequately treated. 

A unified personnel system should be established to develop 
and coordinate personnel management problems. This system 
would focus on problems related to employment opportunities, 
policies, and procedures. 
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PHASES I and II 

ADDITIONAL OBSERVATIONS AND RECOMMENDATIONS 
TASK FORCES 2, 3, 4 

"This report should contain a conqprehensive survey of the 
existing situation at this university as well as reconniendations 
which » hopefully, will result at an early date in a full equivalent 
status for wcnen that men enjoy at this University." 

With these words from Dr. Edward Q. Moulton, Vice President 
for Administrative Operations in August, 1970, the appointed Ad Hoc 
Gomnittee to Review the Status of Women at The Ohio State University 
proceeded to formulate areas of review and assigned task forces to 
collect data. Briefly, these general areas of concern were designated 
as undergraduate and graduate, emplo>7Qent , and cononittee appointments. 
Each area contained elements to be studied. 

Phase I consisted of an examination of undergraduate and graduate 
areas; Phase II, faculty, administrative and professional, and civil 
service personnel, and committee appointments. Descriptions of these 
areas, methodology, findings, recommendations, limitations, and need 
for further research were identified in greater detail in the separate 
task force reports. . Summaries are found in Parts IV and VII. 

While certain problems were toiique to individual areas of review, 
it became apparent as the study progressed that barriers vhich prevented 
one task force from answering questions were the same barriers operating 
as blocks to progress for another task force. Likewise, trends which 
were noted in one area were often suggested in a second area. Thus the 
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total reccnmendations presented hei'e are those reccmendations which 
were perceived by the Ad Hoc Committee to be critical if the various 
inequities of women at this Univen»ity are to be resolved. 
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Related Studies 



In March, 1971, a national stud/ regarding wcnien in higher 
education was released. The scope of tiie stucfy’, "Report on Higher 
Education',' and the description of identified barriers to women in 
higher education were so relevant that the Ad Hoc Connnittee voted to 
include information from that stud/ even though this report was in its 
final stage. Since the Chairman of the ccoimittee which conducted the 
national stud/ was Frank Newiaan, it is often called the Newman Report. 

That barriers exist in numerous universities was supported by 
the Newnan Task Force which identified thi'ee major types of barriers 
which blocked full participation by women in higher education: overt 

discrimination by faculties , deans , and others acting in official 
capacities, practical institutional barriers, such as rigid admission 
and residence requirements, and ingrained assunptions and inhibitions 
on the part of both men and women which deny the talents and 
aspirations of the latter. 

The unique role of higher education gives it extraordinary 
leverage to either help or hurt women's chances for equality 
of opportunity. When colleges and universities deny women 
the chance to gain skills and credentials, they increase the 
likelihood that women will not receive equal opportunities 
in all other social institutions for the rest of their lives. 

Higher education exerts another kind of leverage as well. 
Colleges and universities take upon themselves the task of 
forming and sanctioning the attitudes and practices which 
educated people will thereafter consider reasonable. If 
it is fairness which they sanction, all women are helped; 
but if it is discrimination they sanction, all women are 
hurt, educated or not.^^ 



When institutions view wofiien primarily as wives and mothers and their 
education as preparation for these functions, they automatically 
practice discrimination. 

Is . , ^ 

Frank Newman, Ch. "Report on Higher Education." Unpublished 
report, March 1971. 
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The Newman Report also discussed the present extent of the 
inequality, by reviewing comparisons of the participation and 
attainments of men and women in higher education. These comparisons 
revealed a clearly ungual pattern. 

-- Although* in high school, women earn better grades and 



higher test scores than men fewer enter college, and they 
attain only 41.5 percent of the bachelor's and first 
professional degrees 



Report of the Commission on Tests, College Entrance Examination 
Board, Vol. T, RigJitihgnEhe' Balance, New York, 1970, passm. 

See also John ATXreager, et~. al.. N ation a l Norms for" Entering 
Co llege Freslynen, Fal l 1969 , American Council oh Education, 
Washington, 1969, p. Tl. 



Digest of Educational Stetistics 1970 , U. S. Department of Health, 
Education and Welfare, Office of Education, National Center for 
Educational Statistics, Washington, 1970, p. 89. In the Project 
Talent national sample survey of 1960 high school graduates, 54 
percent of the men and 37 percent of the women enrolled in post- 
secondary education at some time between 1960 and 1966. Computed 
from Project Talent data published in Joseph Froomkin, Mpirations , 
Enrollments and Resources, U. S. Department of Health, Education 
and Welfare, Office of kiication, Office of Program Planning and 
Evaluation, Washington, 1970, p. 28. 

Data on male vs . female rates of degree attainment through 1968 is 
given in Trends in Educati onal A ttainment of Women , U. S. 

Department of LaEor, 1969, p. 1^. Sli^tly more women than men 
graduate from high school (50.4% and 4$. 6%, respectively). But 
the percentage of women among college freshmen is approximately 
equivalent to the percentage earning bachelor's ^d first 
professional degrees (41.5%), for rates of attition are about 
equal for both sexes (Lewis J. Perl and Martin T. Kutzman, Student 
Flows in California' s System of H i^ er Education , Office of the 
Vici' President, Uni\te*rs i ty o £ ^1 ifonua , 1970, Chap. 3, tables 
1-5; Robert G. Cope, "Limitations of Attrition Rates", Journal of 

College Student Personnel . Novonber, 1968, p. 386 
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-• Although women in college eam better undergraduate records 
than men, fewer enter graduate school,^® 

-- Most of the degrees earned by wonen are in a few fields of 
study, such as education, the humanities, and the health 
professions. Ihus, aggregate figures on attainment of women 
exaggerate their ojfportunities in higher education 
— Even within those fields considered acceptable, women are 
confined to subordinate functions. While virtually all the 
nursing gr aduat es are women, they represent only eight 
percent of graduating physicians. ^0 

IMfortunately inequality for women is not declining nor 
merely residual* In some ways it is increasing* The 
proportion of 18- and 19-year-old males enrolled in higher education 
increased 20 percent between 1950 and 1966, but the participation of 
females increased only 11 percent. The percentage of master's degrees 
obtained by women reached its peak in 1930 at 40.4 percent and declined 
to 38 percent in 1968, idiile the percentage of doctor's degrees obtained 
by wonen reached its peak in 1930 at 15.4 percent, and was down to only 

^^ Trends in Educational Attainment of Women , op. cit * , p. 16. 

^^ 1969 Handbook on Women Workers , U. S. Department of Labor, Women's 
Bureau Bulletin No. 294, pp. 193-94; Digest of Educational 
Statistics , op . cit . , T^les 93 and lITi 

20 

This figure was calculated from data in A Fact Book on Higher 
Education , American Council on Education, Washington, 1969. 

1969 Handbook on Women Workers , op . cit * , p. 181. 
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12,6 percent in 1968. 



22 

Ilie inequities based on institutional barriers, and the traditional 
assumptions regarding women's aspirations identified in a national 
report are much in evidence at this University. 



As suggested by the Ad Hoc Ccinmittee, it is not a case of existing 
opportunities vdiich women decline to use , but rather a case of specific 
b arriers which block their progress and which will not disappear unless 
a conscious effort is made to remove them. 

Discrimination is noted against women students, especially 
at the graduate level. "Although few admissions officers or members of 
graduate fellowship committees would confess to discrimination on the 
basis of race, many openly argue that women should be denied opportunities 
because they arc wcmen"?^ This same source even records an incident of 
an interview between a social science department chairman and a women 
candidate for graduate study of pronounced discrimination from an 
institution renowned for its conmitment to civil liberties- -the University 
of California, Berkeley. 

In order to justify discrimination against women in higher education 
it is often argued that education for women is a poor investment of 
educational resources. The reasons given are (1) that women are much 
less likely to complete their education than men, and (2) that women 
who do complete their education are much less likely to use it because 

^^Trends in Educational Attainment of Women, oj>. cit . , pp. 8-10 
and 16; 1969 Handbook on Women Workers , dp. cit ., pp. 191-92 

^^Newman Report 
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they might marry, become housewives and abandon career aspirations. 

Both reasons have much less basis in fact than is usually 
supposed since it is often the artificial obstacles that unnecessarily 
stand in the way of women con^leting and using their education, rather 
than some innate disposition of women regarding their educational and 
career goals. 

The facts tend to contradict the view that women are poorer risks 
than men in their conmitinent to complete educational programs. Hie 
percentage of entering undergraduate students viho graduate in four 
years is about 15 percent higher for women than for men?^ As for graduAte 
students, the record for coinpletion in the fields of the humanities and 
social sciences (the fields most open to women) is so poor for male 
students that it is unreasonable to make conparisons unfavorable to 
women. Available data suggest that women compare favorably with men: 
women constituted 30 percent of graduate and professional students in 
1967, but earned 35.8 percent of the Master's and first professional 

7C 

degrees award in 1968.- 




7 A 

Aspirations, Enrolbssnts , ai id Resources , op . cit . , p. 123, and 
unpublished data, U. S. Departnsent of hearai,"ESicatira and 
Welfare, Office of Education, Office of Program Planning and 

Evaluation. 

25 

1969 Handbook on Women Work ers, op^. cit. , p. 190; and Trends, in 
Educational AttairJiJient ct^Vc^sii, op. cit . , p. 16. The fact toat 
<>am a higher percentage ofmaster's and first professional 
degrees than their percentage of graduate and professional 
enrollments is largely due to the fact that a master's degree is 
a major objective of irany women, particularly as a teaching 
credmtial, idiile men more conmonly by-pass the master's degree. 
In general, the role of woixn in elementary and secondary school 
teaching, and their pursuit of credentials in this one area, 
must always be bom in mind in interpreting aggregate data on the 
educational attainnient of Yv'ccnen. 
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The Newman Report advanced two suggestions as to why department 
chairmen seem to have the inpressiai that women are less likely to 
complete their educational programs. First, in our society, most 
women move where their husbands* edjcational and career opportunities 

I 

take them with the result that women must often transfer from one 
institution to another to conqjlete idieir education. Thus, women are 
less likely to complete their training at the institution where they 
began. Secondly, they are even less likely to complete it if there 
is unwillingness on the part of accessible institutions to accept 
them as transfer students and give them the support which a 
nontransferring male student would receive as a matter of course. The 
request frcrni Task Forces 1 and 2 to examine discrimination at critical 
points of entry would reveal the extent to which this problem exists 
here. 

Other facts also refute the "poor investment" argument. In 1968, 
42 percent of all women of working age were in the labor force. Women 
who complete their training do, in fact, tend to use it, and the more 
education they have, the higher are their rates of participation. 

Fifty- four percent of the women who have bachelor’s degrees are 

in the labor force, and 71 percent of those who have five or more years 

of higher education are working. More than 90 percent of women who 

received doctorates in 1957-58 were employed in 1964, and 79 percent of 

28 

them had not interrupted their careers in the intervening years. 

26 

1969 Handbook on Women Workers, op. cit., p. 3. 

27 ^ 

Ibid., p. 205. 

28 

Helen S, As tin. The Woman Doctorate in America , Russell Sage 
Foundation, New York, 1969, p. 57 
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Moreover, there is a strong correlation between the number of years of 
higher education and the likelihood that a woman will be working in her 
field of major study, i,e,, tlie field where educational resources have 
been most intensively invested in her training. Nor do women Ph.D.'s 
let marriage interfere with their productivity for those who are employed 
full time publish slightly more than either men Ph.D.'s or unmarried 
women Ph.D.'s. 

The Newman Conmittee di.scovered that in one sense the "poor 
investment" argument was self-fulfilling in that noimal incentives of 
prestige and money for active participation in professional fields were, 
to an important extent, withheld from women, especially married women. 
Data from Task R>rce 3 and 4 Reports corroborated the inequities of 
prestige and money incentives for women. In discussing vdiy such 
pronounced differences existed in faculty riink, the national study 
concluded that a substantial part of the differences was due to the fact 
that women must wait longer for promotion. Women >ho do achieve the 
rank of full professor wait two to five years longer than men in the 
biological sciences, and as much as ten years longer in the social 
sciences. Moreover, married women must, overall, wait five to ten 
years longer than single women. 

In academic, professional, and business life, there is similarly 



1969 Handbook on Women Workers , op . cit. , p. 209. 

^^Rita Simon et al. , "The Woman Ph.D. : A Recent Profile", 

Social ProblSns, Vol. 15, No, 2, Fall 1967, pp, 221-35 , 

Careers of Ph.D. s. Academic vs. Nonacademic. A Second Report on 
Fonbwups of Ibctoral Ciohorts . IVJ35-50 , National Academy or 
Sciences, Washington, 1966 
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less economic reward as starting salaries tend to be lower. A survey 

conducted in November, 1969, regarding jobs and salaries expected to be 

offered by 206 companies to June 1970 college graduates , showed a 

differential in the salary offer to be made to men and women with the 

32 

same college majors in a wide variety of fields. 

This salary differential continues as women's careers progress. 

Median salary difference for men and women is more than $3,000 in 

chemistry, physics, mathematics, economics, and the biological sciences. 

Women similarly average lower salaries than men in each of the academic 

ranks. When women are denied the same income as a man for their 

investment, then a woman's education is indeed a poorer investment than 

a man's. However, compared to other women, their salaries are much 

better for the more years of higher education completed. 

"A common myth is that opportunities for women in Americp 
society, though not equal, are opening up and that discrimination 
is steadilv declining. When we see that the share of master s 



32 

Frank S. Endicott (Tr ends in Employment of College and Universit)^ 
Graduates , Northwestern University , 1970 , p . S} provides the 
following data: 

Expected Salaries for June 1970 College Graduates , 

By Sex and Selected Field 



Field 



Average Monthly Salary 
Women Men 



Accounting 
aiemistry 
Economics, Finance 
Engineering 
Liberal Arts 
Mathematics 



$746 


$832 


765 


806 


700 


718 


844 


872 


631 


688 


746 


773 
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Salaries in Higher Education 1965-66, National Education 
fesociation Research heport 1966 K-z, February, 1966, pp. 



3-4. 
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and doctor's degrees earned by women was hi^er between 1920-1940 
than it was during the decade of the 1960 and that women's 
median salary inc^, tis a percent of men's » decreased by 5,7 
percent from 1955 to 1968 (from 63.91 to 58. and that the 
plight of the woman in education and the job market has not 
improved, but worsened; and when we add to this the information 
that there are fewer wcroen elected to public office at all levels 
today than during those same previous decades, we get an overall 
view that the American woman is not only failing to hold her own, 
but is losing ground,*'*’^ 



Often prevailing college and university structures present barriers 
that are particularly difficult for women. This is due, not only to a 
failure to analyze and understand the needs of women, but also to a lack 
of consensus that they should be removed. 

When rigid policies and practices pressure women into making 
choices between marriage and children or advanced stuc^ and a career, 
woman may sacrifice permanently any chance for academic life. In 
national studies, residence requirements, the inability to transfer 
credits, insistence on full-time study, lack of child-care facilities, 
and inadequate health services are most frequently cited as problems 
that keep women from undertaking or completing their undergraduate and 
graduate studies. In addition, they are frequently discriminated against 
in teims of financial support. At least in terms of stated policy, no 
discrimination was identified at this institution regarding graduate 
fellowships or financial assistance for women students. However, the 
discrimination reported by the Newman Committee in the use of athletic 



34 
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Trends in Educational Attainment of Women , op . cit, , p. 16; 
Digest of Echicatronal StaHi^lfe cit., p, 7H7 



Fact on the Earnings Gap, U. S. Department of Labor, 

Women's Bureieai, Washington, 1970, p. 1, 

36 



Newman Report. 
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facilities was confimed by this Ad Hoc Conmittee. 

How does this discrimination affect a woman's contribution to 
society? 

One inevitrble and damaging result of this combination of 

discrimination and lack of adequatii facilities is that women students 

are encouraged to conclude that they should think of themselves only as 

potential wives and mothers, or, possibly as teachers or nurses. 

Several studies confirm that even V'ery talented women students are 

affected by idiat Mary Bunting, the President of Radcliffe, has called 

the "climate of unexpectation"^^ for women, and that their aspirations 

38 

decline as they go through college. 

Assun^tions of both men and women about the role of women in our 
society are internalized by individuals and eventually unintentionally 
incorporated into the structure of institutions. These assumptions 
about women's role then appear to be the natural outgrowth of what 
society believes to be women's proper responsibilities and as such 
create a barrier to full participation by ivomen in higher education. 
This barrier is viewed by some as a perfectly natural difference in 
social roles. Others view it as gross injustice. However, there is no 
consensus that it should be removed. The Newman Committee suggested 
that part of the problem is the deep concern about the decline of 
family life in American society today. Thus, any discussion of 

37 

Quoted in Time, November 3, 1961, p. 68. 

38 

Ellen and Kenneth Kenniston, "An American Anachronism: The 
Image of Women and Work", American Scholar, Vol. 33, No. 3, 
Summer 1969, pp. 355-75; Patricia Graham, "''Women in Academe", 
Science , Vol, 169, Sept, 25, 1970, pp. 1285-86. 
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equalizing career opportunities for women unleashes powerful feelings. 

Much of what society thinks about women's appropriate role has 

been based on ignorance and misunderstanding. Women, like men, are 

individuals with intellects which need stimulation, and egos >diich need 

satisfaction. When women's irinds are awakened by an excellent 

education, they are not going to be completely fulfilled by merely 

being gracious shadow* figures. Husbands and children of able, 

intelligent women as well as the women tliemselves , are often affected 

detrimentally when women lack outside independent interests . As with 

minorities, the corrosive effect of repression and lack of opportunity 

39 

for women goes far beyond the individual. 

Colleges and universities have a unique contribution in 
transmitting values and preparing men and women for careers , If they 
do not take advantage of this responsibility, they will affect the 
status of women negatively. 

The Newman Report reconmended a national effort to broaden and 
diversify the participation of wcnen in higher education and to make 
higher education more responsive to women’s needs by (1) ending all 
discrimination on grounds of sex, (2) undertaking reforms and 
innovations idiich would remove barriers built in the institutional 
structure of high^^ education , and (3) leading the effort to understand 
and rethink the role of women in Aiiierican society. "Achieving equality 
for women must involve not only specific instituticmal changes; it also 



39 

Alice S. Rossi, "Equality Between the Sexes", Daedalus , Spring 
1964, p. 623. 
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involves subtle but fundanental changes in attitudes*" With the 
leverage that colleges and universities exert on all of society, they 
have a greater responsibility than other institutions to assume a 
leadership role. 
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Fiecomnendations 



The Ad Hoc Gomnittee rc:sponsxble -for this report not only 
endorses the reccnnniendations proposed in the national study, Report on 
liigher Education, but adds tlie following recomnendations specifically 
generated as a result of this conprehensive review. In doing so, the 
Gomnittee recognizes that these recomnendations may not be the only 
approaches to the problems of such a complex organization. However, 
in keeping with Dr. Moulton's charge to suggest possible steps to 
correct the situation, the Gomnittee believes these steps will lead to 
inprovement. 

TWo recommendations are of such dimensions that their inqplementa- 
tion would require long-range efforts. TVo recomnendations are short- 
range in that more immediate action could be undertaken even though the 
functions would be on-going. 

1. The first long-range recommendation is for the establishment 
of a data collection and processing system idiich would offer a uniform 
management and information system. This does not suggest a new office, 
but rather a new way of doing things. As the system presently exists 
there is a lack of consistent data with a format vhich is difficult to 
interpret. This is a total Dniversity problem and one vdiich needs to 
be resolved. The proposed system should collect in the most efficient 
manner possible current data to furnish a depository of information 
idiich is available, easily accessible, and disseminated to faculty. 
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staff, and students. Tliis might culminate in a summary report or fact 
hook of University information produced annually (e.g., December). Ihis 
summarized fact book cbuld be distributed to college and department 
levels and others deemed appropriate on a mailing list. Such as system 
vrould furnish the necessary data base to accurately respond to issues 
such as this Committee faced and to do so with a minimum amount of time 
and effort. 

2 , In conjunction with the above recanmendation is a short-range 
recommendation which the Coiranittee believes could receive inmediate 
attention. To coordinate the groups judged most appropriate to avail 
themselves of the data collection and processing system and to insure 
that no one person controls it, it is recomnended that a Planning 
Committee be appointed. This Committee should include administrative 
personnel described in recomnendations three and four as well as other 
potential users of the system. Other members should be representatives 
from the University’s Conputer Coordinating Committee, and the professionals 
who can serve as links between computer personnel and users of data 
processing services. These professionals should be familiar with data 
research analysis. A broad representation of the areas of expertise 
mentioned is considered vital to decisions of vdiat data to collect and 
when to collect it. Since this is a continual operation, such a Board 
should focus on systematic improvements. 

3. The other long-range recemnendation of the Committee is for 
the establishment of a unified personnel system to focus primarily on 
employment problems. As sudi, this system could address itself to the 
problem areas revealed by a review of enployment opportunities , policies , 
and pr.:edures. 
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4. 'ITie fourth and final reconinendation by the Coiranittee is viewed 
as a possible vehicle to correct the known problems relating to women 
as revealed by this review to prevent possible future problems, and to 
research what appear to be problem areas. This recommendation requests 
that an Office of Women’s Affsiirs with a Director be established to 
assist women faculty, staff, find students with non-enployment probleire 
idiich women face in the University community. This would not be a 
duplication of the functions of the Office of Student Affairs or 
Academic Affairs but would assist and coordinate existing programs 
vdiich might enlarge horizons for women. (See Appendix I for further 
elaboration of proposal.) The Vice President for Administrative 
Operations should have jurisdiction of this proposed office since its 
operations exceed the scope of only student or academic affairs. 

It is the hope of this Ad Hoc Committee that The Ohio State 
University will play a leadership role in assisting American women to be 
free to make idiatever choice they desire in utilizing their human 
resources by offering them equal opportunities and positive social 
attitudes . 
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Ad Hoc Coranittee 
Appointed by Dr. Moulton 



Norma Bugoci 
Pamela Conrad 



• Rachel M. Hlibbard, Ph.D. 



Imogene M* King, Ed.D* 



Karen Mason 



Robbie T. Nash 



Madison K. Scot^^. 



L. Lee ’"'''Iker 



Kathr;^ T. Schoen, Hi.D. 
Qiairman 



- Director of Personnel Studies 

- Unvlergraduate Student , 

Arts and Sciences, 

Women's Self Government Association 

- Professor and Chairman, 

Food and Nutrition, 

School of Home Economics 

- Professor and Director, 

School of Nursing 

- Undergraduate Student, 

Arts, 

Women's Liberation Movement 

' Graduate Student, 

Graduate Teaching Associate 
Romance Languages and Literature 

- Director, 

Affirmative Action Program 

- Undergraduate Student . 

Arts and Sciences, 

Undergraduate Student Government 

- Assistant Director, 

- School of Allied Medical Professions , 
Associate Professor, 

Education, Speech, Allied Medicine 








Special Consultants 

Elmer Bauroer, Ph.D, 

Meredith A. Gonyea, Wi.C. 

Rodney Iterrison 

Richard Lanese, Ph.D. 

Robert McCormick y Ph.D. 

Ira B. Sully 



Associate Dean, 

Graduate Sdiool 

Assistant Director, 

Administrative Research 

Director, 

Student Financial Ai.ds 

Assistant Professor, 
Preventive Medicine 

Assistant Vice President for 
Continuing Education 

Research Assistant, 

Administrative ^search 
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Contributing Personnel 

T/^sk Force 1 

Undergraduate Student Interviewers; 

Colleges of the Arts and Sciences 

Greg Garey Mark Stevens 

Shirley Gilliland Timothy Van Vfey 

Terri Postle Cynthia Welsh 



Task Force 2 

Graduate Student Survey Interviewers: 

Olga Christos p Arts and Sciences 

Josann Trusty, Ph.D. , Lecturer, 

Fliysics, College of Mathematics Q Physical Sciences 



Task Force 5 



Judy Washburn, Assistant to Director 

University Budget 
Marcia Heuerman, University Budget 
Joy Prior, University Budget 



Task Force 4 



Conmittee Survey Interviewers 



Laura Haytas 
Francis Pease 
Sara Sibley 
Shirley Smith 



School of Nursing 
Associate Professor, Nursing 
School of Social Work 
School of Nursing 
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S pecia l Ack no wledRements 

Task Force 1 - Academic department heads whc responded to 

recruitment questionnaire. 

Facult/ of the eight departments surveyed 
in the Colleges of Arts and Sciences. 

Task Force 2 - Admissions Office staff 

Graduate Committee chairmen and departments 
wliich participated in survey. 

Task Force 4 - President and Vice Presidents 

Deans and Directors of Colleges 
and Schools 

llie entire Ad Hoc Conmittee would like to thank the 

Management Services group of the Office of University Budget - 

Administrative Research and Systems and in particular 

Ida Mae Cornelius, Dino G. Pezzutti, and Norma L. Taylor. 
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HONOKARIES 
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STATUS OF IS-CMEN OfM^SSION 
THE OHIO STATE UNIVERSITY 

Sex Discrimination in Honoraries 

The Ohio State University Status of Woaien Ccnmittee expressed 
an interest in finding out vdiich, if any, of the academic honoraries 
at Ohio State had fbxmal m*itten rules discriminating against any 
students because of their sex, Honoraries at Ohio State can be placed 
into categories: professional fraternities, honor societies and 
recognition societies. (For def initioTiS , see attachment, Baird’s 
Mamial . ) Table I contains a list of professional fraternities; 

Table II is a list of honor societies and recognition societies; 

Table III is a list of previously unclassified fraternities and 
societies as well as a list of service and activity honoraries. 

Professional fraternities is a quite nebulous category. 

One of the fraternities, Alpha Zeta, listed as a professional 
fraternity in Baird’s Manual of American College Fraternities is 
classified as a social fraternity at OSU and actually cannot be 
considered an honorary at all. Other of these professional 
fraternities are really social fraternities organized around a 
profession. Still others take on a "service -activity" flavor with 
tutoring, picnics, and outings. Nonetheless sane of these groups- 
are definitely honoraries. For example. Pi Lambda Theta requires 
a 3.25 G*HR and two faculty recommendations. The question of 
discrimination in professional fraternities, therefore, is a difficult 
one. If a professional fraternity is a misnamed social fraternity 
or a club, and not an honorary at all, even if it is sexually 
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discriminatory, it is of no interest to a group studying hororaries, 
Each individual fraternity must be examined to see whether its 
characteristics are primarily honorary or primarily social. 

The issue is clearer in honor societies and recognition 
societies. Since they are honoraries for a particular academic 
field, the only criteria for membership shcjuld be expertise in that 
field. Still there are issues to consider. The freshman honoraries 
Phi Eta Sigma (men) and Alph Lambda Delta (women) were both started 
at Illinois, the former in 1923, the latter in 1924. It seems here 
is a clear case of women setting up a complementary organization 
when kept out of an honorary simply because they were female. At 
OSU, both require a 3.S OWl for membership. Since their requirements 
are the same , the question here is whether to try to force a merger 
into one non-discriminatory honorary or allow them to continue as 
two obviously separate but genuinely equal honoraries. Obviously 
today we would avoid setting up two honoraries differentiated only 
by sex. That is not the question though. The problem is how to 
treat two honoraries, each with 40 years of tradition. 

Another issue to consider is the case of Sigma Phi Alpha, 
the dental hygiene honorary. Here we have an honorary that allows 
only female members. However, this is relatively xininportart when 
one considers that the dental hygiene program is only open to women. 

In sunniary, then, professional fraternities vtfiile generally 
social organizations, are sometimes honoraries. Therefore each 
organization must be examined individually. A good stait for any 
investigation of this type would be Dean Robert Brodie, Assistant 
Dean of Men. Hv^ has the constitutions of all student organizations 
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in his office, but will release them only upon receiving peimission 
from the organization to do so. With honor societies and recognition 
societies the problem is inuch less muddled. While ramifications of 
any action taken against these groups must, of course, be taken into 
account , they should not be sexually discriminator)*, and should have 
only academic qualifications for members. Although problems still 
exist, several previously all male honoraries such as Tau Beta Pi aiid 
Chi Epsilon have now opened up their membership to all students. 
Perhaps even. seme of the groups now listed as discriminatory have 
changed their membership qualifications since the data that was 
published had been collected. 
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Table I 

Professional Fraternities 
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Date of Founding 



,onal 


OSU 


1863 


1892 


1889 


1896 


1817 


1897 


1892 


1901 


1888 


1902 


1902 


1902 


1879 


1903 


1<«U/ 


1007 


1 . b2 


1908 


1909 


1911 


1906 


1911 


1889 


1913 


1909 


1913 


1914 


1915 


1905 


1915 


1009 


1915 


1906 


1916 

1920 


1920 


1920 


1904 


1921 


1907 


1921 


i‘J 17 


1922 


1919 


1923 


19C4 


1924 

1924 


1379 


1925 


1921 


1926 


1908 


1926 


1921 


1926 


1909 


1926 


1909 


1928 


1922 


1928 


1924 


1928 


1919 


1979 

1029 


1923 


1930 


1898 


1931 


1882 


.1935 


1919 


1941 

1948 


1937 


1948 


1913 


1949 


1920 


1949 


1921 


1953 


1947 


1954 


1928 


1954 


]944 


1959 



Phi Delta Phi 
Xi Psi Phi 
(1933-55) 

Alpha Aela 
Psi Oinega 
Alpha Kappa iiappa 
Keramos 

(1943-46) 

TTieta Kappa Psie 
Rii Beta Pi 
Alpha Psi 
Phi Delta Chi 
Sigma Delta Chi 
(1942-46) 

Omega Tau Sigma 
Phi Chi 

Theta Sigma Fhi 
Alpha Rho Chi 
Alpha Kappa Psi 
(1937-47) 

Phi Upsilon Omicron 
Phi Delta Kappa 
Epsilon Psi Epsilon 
Tau Epsilon Rho 
Phi Delta Epsilon 
Delta Sigma Pi 
Pi Lairibda Theta 
Rho Pi Phi 
Theta Tau 

Sigma Alpha Sigma ? 
Kappa Psi 
Kappa Ipsilon 
Kappa Beta Pi 
Sigma Delta Epsilon 
Alpha Omega 
Delta Omicron 
Kappa Phi Kappa 
Phi Chi Theta 
Beta Alpha Psi 
Epsilon Pi Tau 
Fhi Delta Gamma 
Phi Mu Alpha Sinfonia 
Nu Sigma Nu 
Onega Epsilon Phi 
Alpha Kappa Gamma 
Delta Pi Epsilon 
Alpha Delta Si^a 
Gairnia Alpha Chi 
Alpha Tau Delta 
Sigma Alpha Eta 
Garma Theta Upsilon 
Alpha Delta Theta 



law - men (1) 
dentistry - men (i) 

Agriculture (1) (§) (3) 
dentistry-- men (1) 
medicine - men (1) 
ceramic engineering - men (2j 

medicine - men 
Medicine - men 
vet. med. - men (1) (2) 
phann - men (1) 
joumalism - men 

vet. med. - men (1) 
med. - men (1) 
joumalism - women 
architecture - men (1) 
business commerce - men 



home econ. - women 
education - men 

law - iven (1) 
med. (1) 

convnercc - men (1) 
edycation - women 
pham;. - inen (1) 
engineering - men (1) 

pharm« - men (1) 
pharm. * women 
law - women 

math science - women 
dentistry - men (1) 
music - wOTien 
education - men il) 
business ^ economics - 
accounting - both 
industrial arts 
graduate - women 
music - men 
medicine - men 
optometry - men 

Business educ. * both 
Advertising - men 



(1) listed in 
Dates Q Data 

(2) founded 
at OSU 

(3) categorized 
as a Social 
Fraternity 
at OSU 



women 



Source : 

Baird:; Manual of 
American Colleg e 
Fraternities 
George S. Laflhcr 
Editor 

George Banta, 
Company Inc. 
Menasha, Wise. 



advertising - women 
nursing - women 
speech correction - both 1968 
geography - both 
medi tech. - women 
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Date of Founding 
National OSII 
1886 1 898 
1776 1904 

1904 1907 
1906 1910 
1902 1914 

1905 1917 
1918 

1914 1919 
1885 1921 
1913 1922 

1915 1926 

1921 1927 
1923 1928 
1912 1928 
1920 1929 

1920 1929 

1922 1932 
1902 1933 

1922 1934 

1921 1936 
1909 1939 

1923 1939 
1926 1940 

1924 1945 
1915 1948 

1922 1949 
1949 1949 
1929 1951 
1922 1952 

1918 1957 
1900 1963 



Si^ Xi 
Phi Beta Kappa 
Eta Kappa Nu 
Delta Sigjna Rho 
Order of the Coif 
Gairnia Sigma Delta 
Mortar Board 
Pi Mu Epsilon 
Tau Beta Pi 
Beta Gamma Sigma 
Sigma Gamma Epsilon 
Phi Alpha Theta 
I^i Eta Sigma 
Qmicron Nu 
Alpha Kappa Delta 
Pi Sigma Alpha 
Sigma Iheta Tau 
Alpha Onega Alpha 
Rho Chi 
Sigma Pi Sigma 
Delta Fhi Delta 
Pi Omega Pi 
Alpha Epsilon Delta 
Alpha L^da Delta 
Pi Tau Sigma 
Chi Epsilon 
Alpha Pi Mu 
Psi Qii 

National Collegiate 
Players 

Pi Kappa Lanbda 
Iota Sigma Pi 



scientific research - both 

scholarship - both 

electrical engineering - boJih 

forensics - both 

law - men 

agriculture - men 

s.srvice not academica 

mathematics - both 

engineering - both 

commerce - both 

earth science - men 

history - both 

freshmen - men 

home economics - both 

sociology - both 

political science - botli 

nursing ' both 

medicine - both 

pharmacy botli 

physics “ both 

Art “ both 

business education - both 
pre medicine - both 
freshman - women 
mechanical engineering - both 
civil engineering - both 
industrial fengineering - both 
psychology - both 
drama - both 

music - both 
chemistry - women 



Recognition Societies 



1899 


1911 


Phi Lambda Ups i Ion 




1915 


Scabbard and Blade 






(1941-48) 


1899 


1922 


Gairnia Alpha 


1919 


1923 


Kappa Kappa Psi 




1925 


Pershing Rifles 


1919 


1926 


Chi Delta Phi 


1923 


1929 


Pi Alpha Xi 


1914 


1934 


Eta Sigma Hii 






(1945-50) 


1941 


1943 


Alpha Epsilon Rho 


1937 


1950 


Tau Beta Sigma 




1951 


Arnold Air Society 


1958 


1958 


Sigma Phi Alpha 



Angel Flight 



chemistry - men 
military 

graduate science - men 
band " men 
military 

english 6 literature - women 
horticulture - both 
classics - both 

radio 6 TV - both 

band 

military 

dental hygiene - women 
military 



Source : 

Baird’s Myual of 
American College " 
Fraternities 

George S. Lasher, 
Editor 

Menasha, Wisconsin 
1968 
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Status of Women 
Table 11 (a) 



Dates 5 t) g^ta 

Professional Fraternities 

Alpha Kappa Kappa 

Alpha Omega 

Alpha Psi 

Alpha Rho Chi 

Alpha Tau Delta 

Delta Sigma Delta 

Delta Sigma Pi 

Epsilon Psi Epsilon 

Gamma Ali^a 

Kappa Phi Kappa 

Kappa Psi 

Mu Sigma Nu 

Omega Tau Sigma 

Phi Alpha Delta 

Phi Chi 

Phi Delta Chi 

Phi Delta Epsilon 

Phi Delta Phi 

Psi Omega 

l?ho Pi Phi 

Tau Epsilon RIio 

Theta Tau 

Xi Psi Phi 



299-9719(med) 

291 -8069 (dent) 
294-3343(vet) 
291-9843(eng. arch.) 
293-6371(nur) 
291-3821(dent) 

299 -61 81 (comm) 

291-5154(opt) 

299-6691(eng) 

(educ) 

(pharm) 

291-3173(med) 

299-7821(vet) 

293-2631(law 

291-3823(med) 

299-5210 (phann) 

(med) 

293-2631(law) 

29 1 - 31 75 (dent -pharm) 
(pharm) 
486-0819 (law) 
291-1359(eng) 
291-2877(dent) 
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466 King Ave. 

345 W. 8th 
237 E. 17th 
229 E. 17th 
Lis Miller* pres. 
1543 Neil 
144 E. 13th 
58 E. 12th 
95 E. 12th 
Arps Hall 
500 W. 12th 
1454 Neil 
115 E. 14th 
New Law Bldg. 

1470 Neil 
176 E. 15th 
1499 W. Lane 
112 New Law Bldg. 
85 E. 13th 
500 W. 12th 
New Law Bldg. 

1946 Indianola 
1473 Neil 
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StatiLs of Women 
Table 111 

honoraries not includcil in Baird's mamiiils 
but at Ohio State University 



Nat’l 



Alpha Epsilon - Agricultural Engineering honor 

Alpha Sigma Mu - Metallurgical Engineering honor 

1925 Iota Lairbi Si^ - Industrial Education - men fraternity 
Landacre - Medicine honor 

Men's Physical Education Honorary - men honor 

Phi Alpha Kappa - finance fraternity 

Phi Tau Sigma - Food Science honor 

Sigma Ganina Tau - Aerospace Engineering honor 

Sigma Iota Lambda - pre-law honor 



Source ; 

Services 5 Activities for You 
Hie Ohio State University 1970 - 71 
Area of Student Affairs 



Service Honoraries 

Alphecca - North Campus 
Romophos - Sophomore men 
Mirrors - sophomore women 
Bucket 5 Dipper - junior men 
Chimes - junior women 
Sphinx - senior men 

Mortar Board - Senior women (national organization) 
Delphi - engineeiing 
Texnikoi ■ engineering 
Towers - agriculture 



Source : 

Services ^ Activities for You 

The Ohio State University 1970-71 
Area of Student Affairs 
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BAIRD’S MANUAL 

O F 

AMERICAN COLLEGE 
FRATERNITIES 



GKOKGE STARK LASHER 
hUlitor 




Cbr Collegiate |)reM 
CKORGE BASTA EO.MPASY, IM!. 
MESASHA, WIS4 OASIS 
ivr.7 
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FILMED FROM BEST AVAILABLE COPY 



definitions oi fkatekmties 
AND SOCIETIES 

TkAi^irALLY there are two kiiida .it IraUrnul or|}aiii*ali..iH ..ii Aimri.a.i 

- sr '-s- «-■ 

character or misinlerprel their names. »p,„i,a.ra to nronmlr llieir eiluca- 

^'1 iun ::i. a’: ...d 

The Iraunrity. Whethe, »« J"™ ?,;"„",;i,, rs a. l...a 

a.ud.nt 

E?£§.eZ'S^^^^ 

jSal^tcllreou U'rrd' a.. U. IHe in harm, my vmh 

their specific and common educational nili rM professional 

initlatea any member of another fraternity important dU- 

of raftinbctthip in flny oi , ® « liiiwj* ilip fraleniitv orcanizca ihe 

•.^l"af1l?e Tan'i. 

5rfSlra;d?«rmmm^ »>'> «“• •■■•-« •" k*™ 

"* IW hTlJ^n%S misapprehension of the significance of social as applied 
IJere haa bwn general m » prestige or of preferment 

to the ^"‘*‘^"*‘1®*- memhers. The social fraternities have stressed 

the student’s future ,es,MmsilMl.l.es in 

society. 

(471 
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14} U\ilU>’S M.'tM M» 

T'.io •k fiiiiliniis of (li«- t c :ilr -orirs of fnitcTiii«i. H iniii Mirirlic j* to 

lie o|iplii*<l ill ihis lunik nn* a>* fol!:m'«: 

A Social (^OLI.M.K rHATKKMr^ is .« iniilii;ill) «M lusiv«\ sc lf-|ic*r|ioliinliiif; j:roup 
which organizes llic soriiil life of its iiH'inln is in ccillopes and iinivorsilii's us a 
conlribulinp factor to iheir ediirolioiial program and draws iJs incinbcisliij; 
primarily from the iniclergracluiilc lmd\ of llic iiistilulioii. The wauw pi'iicrull) 
given lo wonu*n’s fraternilirs is sororily* 

A PROFKSSIONAI. FHATFRNm is a spiriaii^oH fmloriiHv uhirli nnihnra \ln 
membershi)! to a sp^'rilic firl'1 of |irofc‘'.'ii(inal nr >tHMtinnjil rcliiralion in 
leges and universities and maintains iiiuliinlh exclusive nieiiiherslii|i in that pro- 
fessional field, hut nio\ initiate mnnihers of the social collepc frnleriiilies. Some 
lirrifec-sioiial fraleriiilic's include* holli men and Wioncn in llicir nieinliersliip. So- 
rority is the name frei|ucntlv given to a jirofcssional groU[i wliicli limits itself 
to women. 

An Honor .Sociktv is an assoeiation e*italili?htd only in a four-year or more 
degree granting college or university that is accredited hy the ap|iro|iriate r<^ 
pional accrediting agency — either the* New England Associalioii of Colleges and 
Secondary Schools, the Middle Slates Association of Colleges and Secondary 
.Schools, the North Central /\ssorijili"H of Collcg.^s and Secondary Schools, the 
Southern Association of College.s ami .Srcnndiiry Scliool.s, or the Norlinvcsl As- 
sociation of .Secondary and Higher Sc Imnls. cr jiy the appropriali* prcifessioiie. 
accrediting agenev. and which meet?* tin* following niiniinal c|iialifii‘aliciiis: 



1. It receives inlc> ineinliersinp individuals who achieve high .sc-liolarsliip aryl 
who fulfill such additional rec|uirenieols of distinctioti io general leadership 
or in some hroacl field of cdueali<*o auci cnilure as the society oiuy eslahlish. 

2. It elects lo memhership irrespulive of inemhcrshiii in or aHiliulion with 

other organizations. i r i i- 

3. It confers memhership solely on liar basis of character ami speedicd cli- 

gihilily, - 

4. It limits its selection to those sliidcails v\ho rank among the higliest oo 
per cent in giaieral scln»larsliip. making whatever avldiliomd requirements si 
desires. 



A Recognition .Society is one whic h confer.*; memhership in recognition of a 
student's interest ami parlicipalicm in H»tm* fo ld of collegiate study cir udivily, 
with more liberal memhership recjiiirenients than are prescrihed for honor 
.societies. 

The Assocdalion cif (itdlege Honor .Soeielies classifies its meinher groups as 
follows: 



General Honor Snvteltcs : Organizaliciiis wliic'h ha.*;e incinhership eligihilily 
primarily npcni 1 1 i the atluiiiineiil cif a high slandurd of sc iiolarship and c;lecl 
only jccTscms from the highol 20 pc*r cc-nl of ihcr c lass in scdiolurship, or <2) 
the allaiimieiil of uihround lc*acli*i>liip in :-lmlc*nl affairs and c*lecl only persons 
from the highest .HS per c‘c*nl c»f tip' chif*^ in >chcilur**lii|». Klcclicni lo nicndic*r- 
ship in gc*iic*ral honor scM'iclies. ciilwr lliaii frc*'»lnnan sclicdursinp hcmoi so- 
cieties. is held not eailii'i* than tic* end of the hllli scim*slcr c»r the eighth 
cjuarler of the c.dlc'ge c-c»oi>c*. 



Hciuirlnicnlni llniho SciciV/iC'.’ I hgatii.' v>hi.ii ha-c* incmhcr'cliip cllgl- 
hilily priiM.nilv npi*ii the ?*liidc'i(l • .i- !ii< vi'Hm oI v%ilhin a eiven i ••nr'-c, dcp.irt- 
inenl. or *>pcTilM’ held >4 .-tody ca n.i< n -t. .co*. edec I only ihoM* who rank in the 
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UKKIMTM>\:'» 



I') 



35 per rent in Ke.nral ^Ini* ..ul Imv rumpl.f.l ..I l.a-l tin.-- 

H«m«Uers or five »|i,arler» of llinr (mII.-. 

Allpntion to the f«»rriroing ilcfinitioiis iiKiki-' il rviclnit «» '’V' *' !' 
even S,rp.« in „„Lr-.li,«l i;Mi....i..n I-.- . 

‘“'■■pi'''' 

gineering, hiitory, language, inathemaii. s. mn lmiiM ul ♦ iigiiiM niig. p i. • • 
speech. 
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STATUS OF WOMliN CCNWITTEE 
TUH ailO STATE UNIVERSITY 



Rules for V/omeir 



Any report on the policies of the UTiivf^rsity as they effect 
women undergraduates would be fnconplete witiiout an analysis of the 
most explicit of these, the rules delineated in "Tlie Student Handbook” 
of rules and regulations published annually by The Office of the Vice 
President for Student Affairs. From the 1970-71 edition of the handbook 
have been excerpted those specific regulations that suggest differential 
treatment of women and men in various ways. They are listed in order 
of occurrence in the handbook: 

1. (pages 4,5) A position as a member is specifically 

designated Cor a women, i.e., the Women's Self Government 
Association, on the following student affairs policy-making 
bodies : 



2. (page 6) An organization directly authorized by faculty 
rule 53.0703 as "the official organization of women students 
concerned with their general welfare and all regulations 
unique to women students.” This is the Women's Self 
Government Association. 

3. (page 14) Separate student judicial commissions to hear 
violations of regulations by men and by women (Men's 



Council on Student Affairs 



CSA Publications Board 



CSA Social Board 



CSA Student Judicial Board 
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Ccxnfiu.ssion and WSGA Women's Commission). 

4. (pages 26, 27) Separate bodies of regulations covering 

visits to living units: 

a. Women visitors to men's apartments 

Within this section can be found the following 
statement: "Women students visiting in apartments 

are expected to m^iintain the high standaixis of 
conduct expected of all university students." 

Included also is a reference to the hours during 
whichi a wonen is eligible to be in an apartment 
(r-e item 7, c and d below). 

b. Vwi visitors to women's apartments 

iliis section contains nc like reference to "high 
standards of conduct", as is found in the section 
on women visitors. 

Also, this restricts the hours during vdiich men 
may make visits to apartments, essentially with 
reference to the hours restricted to women (see 
item 7 c and d below) . 

c. Women visitors to men's living units 

Restricts wonKjn to specified times. 

d. Men visitors to women's living units 

Places no similar restrictions on men. 

5. (page 27) Woman is expressly prohibited from being present 
in a Franklin County motel or hotel without peimission frcm 
the director of her living unit. 



o 
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6. (page 28) Group absences involving voeien «ust be reported 
prior to occurrence to the Office of the Dean of Students, 
and the group must be provided with "ade<iisfite supervision." 

7. (pages 31, 35) "Homen's Rulis and Infonnaticn" 

This section contains, among other things, those regulations 
th.-it have been traditionally known as "vraaen's hours." The 
section is prefaced by a paragraph that includes these statements 
•The purpose of the rules ... is to provide waoen students 
with ... the expectations the university has of them . . . 
and ... the safety and seanrity of women students and o5 the 
living units in which they reside." A condensation of the rules 

follows: 

a. General Regulations 

All women students are responsible for all rules in 
the Student Handbook. 

b. Liking Unit Procedures 

No woman shall jeopardize tlie security of her living 
unit. Times of closing and opening of wonen's living 
units are: Closing Sunday - Thursday 12:00 midnight, 

Friday, Saturdiy, and holidays 2:00 A.M.; opening is 
at 6:30 A.M. Visiting hours in public areas coincide 
with these times. Once the living unit is closed, 
first-quarter freshman women may not leave the unit 
until opening the next morning, 

c. First Quarter Freshmen Hours 

Sunday - Thursday 12:00 midnight, Friday, Saturday, 
holidays 2:00 A.M. There is a policy of voluntary 
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sign-out. 

Remaining out overnight ^ o/er the weekend is 
regulated. 

d. Self- Regulated Hours 

These apply to all women except first -quarter freshmen. 

This system permits each \/cman to determine her own 
hour of departure and return to the living unit. There 
is a policy of voluntary sign-out. Remaining out 
overnight or over the weekend is not regulated. 

e. House Guests 

This section prescribes days wlien guests will be 
allowed to stay overnight in the house. It also 
fixes rights, and responsibilities for actions of the guests 
on the hostess only if the guest is not an OSU student; 
on both hostess and guest ’f the guest is an OSU student. 

f. Special Permissions 

This section outlines procedures for the granting of 
permission to deviate from the previously- stated 
regulations. 

Tliere are no equivalent rules designated specifically for men. 

Men do not have "hours," nor do they have any like body of rules and 
regulations other than those found in the residential hall policy hand- 
book that applies to both men's and women's housing and to coed housing. 

8. (page 38) "I-emale students who are included in the Parietal Rule 
(requiring residence in a university facility to the Junior year, 
age 21, married, or living with relatives), but who have been 
excused by special petition, are required to live in Women's Regis- 
tered Rooming Houses unless they have been excused to live with 
parents or close relatives." 
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There is no equivalent requirement of men. There 
are no "organized" rooming houses for men. This 
requirement is presently not strictly enforced. 

9. (pages 39, 40) '^Women's Housing (other than residence halls)" 

Available to women are: 
sorority housing 
scholorship housing 

organized rooming houses (must abide by WSGA and 
university rules) 
apartments 

city licensed rooming houses 

private homes (arranged through Dean of Student’s Office) 

10. (pages 40, 41) "Men's housing (other than residence halls)" 

Available to men are: 
fratemity housing 
scholarship housing 
(independent) rooming houses 
apartments 

city licensed rooming houses 

11. (page 47) This section contains a specific classification 

of recognized student organizatioi^, i.e. , 'Vives clubs". There 
is no specification for "husbands clubs" or "spouses clubs". 
This section also designates that the advisor to such a "wives 
club" may be a faculty or staff member or the vrife of same. 

This person may not be, by exclusion, the husband of same. 
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12. (page 52) In this sectionare specified the eligibility 
rules that be followed by a student to participate 
in men's intercdlle|;iatc athletics. The rules of 
eligibility stated are the rules of the NCAA, The 
Western Conference, and the University Athletic Council. 
There is no reference in a similar regard to women students 
participating in women's intercollegiate athletics. 



The responsibility for the prcmulgation of these rules rests as 
follows : 

1. Council on Student Affairs and Faculty Council 

2. Faculty Council (originally), the Women's Self Goveinment 
Association for maintaining their status , in connection with 

CSA 

3. Council on Student Affairs, and Student Judicial Board, in 
conjunction with WSCzA 

4. a. (The statement on 'high standards") Original promulgating 

body not definite. Possibly could presently be changed by 
CSA and WSGA, in conjimction with the Vice President for 
Student Affairs (apartment hours) determined by general 
women's hours regulations (see below). 

b. Determined by general women's hours regulations, 

c. Determined by general women's hours regulations 

This entire section on visits to apartments is under the 

jurisdiction of CSA. 
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5. The Council on Student Affairs and the Dean of Students 
and W5GA. 

6. Faculty Rule 45.03 

7. Women's "hours" are deteimined by reconnendation to the Dean of 

Students and Vice President for Student Affairs by a Special 
Ccnmittee of residence hall system staff, Dean of Student 

Office, staff and students from WSG/. Women’s Conmission. 

8. Student Housing Office, Office of Business and Finance and 
Board of Trustees 

9. Student Housing Office. 

10. Student Housing Office. 

11. The Assistant Dean ofSStudents for Student Organizations and 
CSA, in conjunction vdth the Rules Committee of the Student 
Assembly. 

12. Vice President for Student Affairs in conjunction vdth the 
appropriate athletic department officials. 

An educated comment is required on the existence and origin of these 
various rules. Many of them have long histories of societal influence 
and are also changing as society itself changes its outlook on the roles 
and responsibilities of its mature Komen. In the past decade at OSU and 
other campuses, steadily progressing .liberalization of women’s hours, for 
instance, which has accelerated in its pace in the last two to three years. 
This trend has been spurred by increasing awareness on the part of college 
wanen of their am individual responsibilities and, in turn, women students 
are assuming vastly increased share of personal rather than collective 
responsibility for their actions. 
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niis trend is evidenced by an increase in the formulation of security 
procedures by individual living units rather than collectively by all 
women's residences. It is also evid«nced by a movement within the former 
primary nile-naking body, WSGA, to shift emphasis to pro R rawn ing. for 
the education and service of women students and to phase out its function 
as a rule-making body. Moreover, several of the regulations pertaining 
to women that are presently found in The Studen t Handboo k are being 
reconsidered (e.g., «6 listed in thin -= appendix item, regarding group- 
absences involving women) and probably will not appear in the book 

next edition. 

The Women's Canmission of WSGA is presently undertaking a complete 
review of women's hours policies. The additional regulations are being 

studied also, and reform of a wide scale is likely. 

The body of this appendix has been prepared by the President of 
the Women's Self Government Association in consultation with Jacklyn 
Roberts, Assistant Dean of Students, and is being forwarded along with 
the coaments to the various bodies mentioned as having responsibility 
for the pTonrulgation of the rules. 
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To: Directors, Departnent Chairmen an^ Deans 

From: The Ohio State University Hoc CoiAmittee on the Status of Women 
Ro: Recruitment Policies and Procedure 



One of the facets beino rcviev/ed by the Committee on the Status 
of Women is Departmental Underqraduate recruitment nroorans. In this 
effort we request vour assistance in nrovidincf the follot^ino in..ornation 

1. Do you have a recruitment oroaram for undergraduate students? 

2 ! If you do, what forms of recruitment do vou use? e.c. Career 
Days on camnus, camnus tours for students, high school visits, 
other. ^'?ho from your department participates (faculty, 
students, men, women)? 

3, imat )cind of stvwlents do you recruit e.a. ton scholars, students 
with specific abilities, students from specific locale, any 

other? ^ • i. 4 - 

4. Through x>fhom do vou maPe contacts i\?ith students for recruitmen 

e.g. high school counselors, teachers, professional associations, 
alumni , other? 

5, In vour oast recruitment oroarams, have both men and women 

indicated interest in your department? 

6. Docs vour depa.jrtment encounter difficulty in attracting women 

students into die department? 

7» If vou use priiited material in recruitment, nleaso incluae 
copies . 

Plk^ase send this information by Monday , December 11 , 1970 to 

Dr. Rachel Hubbard 
1767 Neil r venue 



o 
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ocrics or thc mcoiocnt 



THE OHIO STATE UNIVERSITY 

100 NORTH OVA - DRIVll 
COLUMBUS,OHIO 43210 

December 1, 1970 



memorandum 

Deans, Directors and Department Chairmen 
From: Edward Q. Moulton. Executive Vice President 

In September I appointed an ad hoc committee for the purpose 
of reviewing the status of women at The Ohio State University. 

In fulfUling its responsibUity this committee now needs your 
assistance. Would you please complete the enclosed question- 
naire concerning your department's recruitment of, undergraduate 
students. This information will be most helpful to the committee 
in presenting an accurate and complete report. Your cooperation 
in this matter will be most appreciated. 

EQM/bjo' 

Enclosure 




155 



D-3 



Undergraduate Recruitment Survey 
Response to Question 

1. Do you have a recruitment program for undergraduate Students? 











Cooperate with 




Formal 


Informal 


None 


College Program 


Aeronautical f? Astro Eng 


X 






X 


Agr I’con 5 Rural Soc 


X 






X 


Agr Engineering 


X 






X 


Agronomy 


X 






X 


Animnl Science 


X 






X 


Architecture 






X 




Astronony 






X 




Biochemistry ^ Molecular Biology 






X 




Botany 




X 






Business Admin 


X 








Ceramic Engineering 


X 








Classics 




X 






C.I.S. 




X 




X 


Dairy Tech 


X 






X 


Dairy Science 


X 






X 


Dental Hygiene 






X 




Design 






X 




East Asian Languages 






X 




Economics 






X 




Electrical Engineering 


X 






X 


Engineering Mechanics 






X 




English 




X 






Entomology 






X 




Forestry 


X 








German 




X 






History 






X 




Home Economics 


X 








Horticulture 


X 








Industrial Engineering 




X 






Journalism 




X 






Linguistics 






X 




Medical Technology 


X 








Metallurgical Engineering 


X 








Microbiology 


X 








Music 


X 








Nursing 


X 








Occupational Therapy 


X 








Pharmacy 


X 








Physical Therapy 


X 








Political Science 






X 




Poultry Science 


X 






X 


Psychology 






X 




Slavic Languages 






X 




Social Work 


X 








Sociology 




X 






Speech 






X 




Statistics 






X 




Welding Engineering 


X 






X 


48 Count 


24 


8 


16 


11 


Percent 


50 


17 


33 
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Undergraduate Recruitment Survey 
Response to Question 

2. If you do, what forms of recruitment do you use? e.g. Career Days on 
campus, campus tours for students, high school visits, other. Who from 
your department participates (faculty, students, men women)? 







High school 


Profes- UVC 


(Oily those departments 




Canpus 


counselors 


sional Servey 


with some response to 




Tours ^ 


§/or High 


§ other LD 


a question are 


included) 




Career 


School 


Organi- Courses 




Wo- 


Fac- 


Stu- 




Days 


visits 


zation 


Men 


men 


ulty 


dents 


Aero Pi Astro 
Engineering 


X 






X 




X 


X 


Agr Econ § 
Rural Soc 


X 






X 


X 


X 


X 


Agr Engin- 
eering 


X 




X 


X 




X 


X 


Agronony 


X 






X 


X 


X 


X 


Animal Sci. 
Botany 


X 




X 






X 


X 


Business 

Admin 


X 














Ceramic Eng. 


X 


X 












Classics 




X 












C.I.S. 






X 










Dairy Tech. 


X 


X 




X 


X 


X 


X 


Dairy Sci. 


X 




X 


X 


X 


X 


X 


Electrical 

Eng. 

English 




X 


X 






X 




Forestry 

German 


X 


X 


X 










Home Ec. 


X 


X 






X 


X 


X 


Horticulture 


X 


X 








X 


X 


Industrial Eng 
Journalism 


X 




X 






X 




Med . Tech . 


X 


X 




X 


X 


X 


X 


Metal* Eng 


X 


X 




X 




X 


X 


Microbiology 




X 








X 




Music 


X 


X 








X 




Nursing 


X 


X 


X 










Occupational 

Therapy 


X 


X 




X 


X 


X 


X 
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Question #2 omtinued 





Canpus 
Tours ^ 
Career 
Days 


High school 
counselors 
§/or High 
school 
visits 


Profes- 
sional 
§ other 
Organi- 
zation 


UVC 

Servey 

LD 

Courses 


Fhaimacy 


X 


X 






Physical 

Therapy 


X 


X 






Poultry 

Science 


X 








Social 

Work 




X 






Sociology 








X 


Welding 

Engineering 


X 






X 


32 Count 


22 


16 


4 


6 



(Oily those departments 
with some response to a 
question are included) 
Wo- Fac- Stu- 
Men men ulty dents 



9 7 16 12 
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iJhdergraduate Recruitment Survey 
Response to Question 

3. What kind of students do you recruit e.g. top scholars, students with 
specific abilities, students from specific locale, any other? 





Strong 


Disail- 


Interest 


All 




Top 


in 


vantaged 


in liigh 


Inter- 




Scho- 


Physical 


with 


school 


ested 5 




lars 


Sciences 


Potntial 


Teaching 


Qualified 


Other 




Aero 5 Astro 
Engineering 










X 




Agr Econ ^ 
Rural Soc 


X 












Agr Eng 




X 






X 




Agronony 

Animal 

Science 

Botany 


X 


X 






X 




Business 

Admin 


X 




X 








Ceramic Eng 
Classics 


X 






X 




women rather than men 


Dairy 

Technology 










X 




Dairy Sci, 










X 




Electrical 

Eng 




X 










Forestry 
Home Econ 


X 








X 




Horticulture 


X 








X 




Medical 

Technology 












interested in career 


Metallurgical 

Engineering 










X 




Music 

Nursing 


X 




X 




X 


males 


Occupational 

TJierapy 










X 




Pharmacy 




X 










Physical 

Therapy 




X 








recommendations, good 
appearance, good health 


Poultry Sci 










X 




Welding Eng 










X 




24 Count 


7 


5 


159 


1 


12 
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Undergraduate Recruitment Survey 
Response to Question 

4. Through whom do you make contacts with students for recruitment e.g. high 
school counselors, teachers, professional associations, alunni, other? 









County 


uve 








High 




Cooper- 


§/or 








school 


Alumn: ^ 


ative 


Orien- 




Profes- 




Teacher Alioni 


Exten- 


tation 




sional 




§ Coun- 


Organ- 


sion 


Fresh- 


Indus- 


Assoc- 




selors 


isations 


Agents 


men 


try 


iations Other 


Agr Been 
^ Rural Soc 


X 




X 








Agr Eng 


X 


X 










Agronony 


X 


X 


X 






Current majors 


Animal Sci 


X 




X 








Botany 








X 






Business 

Admin 


X 












Ceramic Eng 


X 


X 








X 


Classics 

C.I.S. 


X 






X 






Dairy Tech 


X 


X 






X 




Dairy Sci 


X 


X 


X 






X 


Dental Hygiene 










X 


Electrical 

Engineering 


X 








X 


X 


Forestry 


X 


X 








X Student Forestry 
Camps 


Home Econ 


X 




X 






Horticulture 


X 


X 










Industrial 

Engineering 








X 






Journalism 


X 


X 








X 


Medical Tech 


X 










X 


Metallurgical 












Engineering 


X 


X 








X 


Microbiology 


' X 












Music 


X 


X 








X 


Nursing 


X 










Future Nurse Clubs 


Occupational 

Therapy 


X 


X 




X 




X 


Fhaimacy 


X 


X 




X 




X 


Physical 

Therapy 


X 


X 




X 




X 


Poultry Sci 






X 




X 


Faculty contacts 


Welding 

Engineering 


X 


X 




X 


X 


160 


28 Count 


23 


14 


6 


7 


4 


12 



IJndergradiiate Recruitment Survey 
Response to Question 

5. In your past recruitment programs, have both men and women indicated 
interest in your department? 



Mostly Mostly 
both Men Women 



Aero fi Astro Engineering X 

Agr Kcon 5 Rural Soc X 

Agricultural Eng X 

Agronony X 

Animal Science X 

Botany X 

Business Admin X 

Ceramic Eng X 

Classics X 

C.I.S. X 

Dairy Tech X 

Dairy Science X 

Electrical Engineering X 

lintomology X 

Forestry X 

German X 

Home Economics 

Horticulture X 

Industrial Engineering X 

Journalism X 

Medical Technology 

Metallurgical Eng X 

Microbiology X 

Music X 

Nursing 

Occupational Therapy 
Pliarmacy X 

Physical Therapy X 

Poultry Science X 

Social Work 

Sociology X 

Welding Engineering X 



X 



X 



X 

X 



X 



32 

er|c 



Count 

Percent 



19 

59 



161 



8 

25 



5 

16 



Consents 



Slightly more women 



Undergraduate Recruitnent Survey 
Response to Question 

6. Does your department encounter difficulty in attracting women students 
into the department? 



Aero § Astro Engineering 
Agr Econ § Rural Soc 
Agr Engineering 

Agronony 
Animal Science 
Astronomy 
Botany 

Business Admin. 

Ceramic Engineering 
Classics 

C.I.S. 

Dairy Technology 
Dairy Science 
Electrical Engr. 
Entomology 
Forestry 
German 

Home Economics 

Horticulture 

Industrial Engineering 

Journalism 

Medical Technology 

Metallurgical Engineering 

Microbiology 

Music 

Nursing 

Occupational Therapy 
Pharmacy 
Physical Therapy 
Poultry Science 

Psychology 
Social Work 

Sociology 
Speech 
Welding Engr 

35 Count 



Great Some No 

Difficulty Difficult)' Difficulty Comnents 



X 

X 

X 

X 

X 

X 

X 

X 

X 

X 

X 

X 

X 

X 

X 

X 

X 

X 

X 

X 

X 

X 

X 

X 

X 

X 

X 

X 

X 

X 

X 

X 

X 

X 

X 

9 6 20 



5 at OSU 
Z% at OSU 
see article ”More 
Women Engr. in Agr Eng 
few women in area 



■en to women 9-1 
at OSU 



2 at OSU 
1 vit OSU 

less than 1% at OSU 



need men 



Woman' field 
2 at OSU 



Need men 
Need men 



Bad opportunities 
for men 

Women to Men 5-1 
at OSU 



1 female at OSU 






Percent 



26 



17 



57 



D-10 



Undergraduate Recruitment Survey 
Response to Question 

7. If you use printed material in recruitment, please include copies. 



Departments that included brochures 

Aeronautical 5 Astronautical Engineering 

Agricultural Engineering 

Agronomy 

Biochemistry ^ Molecular Biology 

Ceramic Engineering 

Conputer 5 Information Scic :e 

Dairy Technology 

Dairy Science 

Dental Hygiene 

East Asian Languages 

Electrical Engineering 

Forestry 

Home Economics 

Horticulture - will be available Spring 1971 

Industrial Engineering 
Medical Technology 
Metallurgical Engineering 
Microbiology 
School of Music 
Nursing 

Occupational Therapy 
Pharmacy 

Physical "Hierapy 
Poultry Science 
Social Work 
Welding Engineering 

Count 26 





Departments to Which Undergraduate 
Status of Women Questionnaires 
Were Sent 







Did not 






Did not 




Returned 


Return 


I^tumcd 


Ret uni 




Quest- 


Quest 


Ques- 


Ques- 




tionnaire 


tionnaire 


tionnaire 


tionnaire 


Accounting 




X 


Medical 






Aero 5 Astro Soc 


X 




Technology 


X 




Agr Econ fi Rural Soc 


X 




Metallurgical 






Agricultural Educ 




X 


Engineering 


X 




Agricultural Eng 


X 




Microbiology 


X 




Agronony 


X 




Mineralogy 




X 


Anatony 


see footnote one 


Music 


X 




Animal Science 


X 




Nuclear 






Architecture 


X 




Engineering 




X 


Art 




X 


Nursing 


X 




Art Education 




X 


Occtq)ational 






Art History 




X 


Therapy 


X 




Astronony 


X 




Fhaimacy 


X 




Biochemistry 5 






Philosophy 




X 


Molecular biology 


X 




Photography Q 






Botany 


X 




Cinema 




X 


Business Admin 


X 




Physical Educ 




X 


Ceramic Engineering 


X 




Physical Therapy 


X 




Chemical Engineering 




X 


Physics 




X 


Chemistry 




X 


Physiology see footnote two 


Civil Engineering 




X 


Plant Pathology 




X 


Classics 


X 




Political Science X 




C.I.S. 


X 




Poultry Science 


X 




Dairy Technology 


X 




Psychology 


X 




Dairy Science 


X 




Slavic Languages 


X 




Dance 




X 


Social Work 


X 




Dental Hygiene 


X 




Sociology 


X 




Design 


X 




^ech 


X 




East Asian Languages 


X 




Statistics 


X 




Economics 


X 




Theatre 




X 


Education 




X 


Welding 






Electrical Engineering 


X 




Engineering 


X 




Engineering Graphics 




X 


Zoology 




X 


Engineering Mechanics 


X 










English 


X 




Count 


48 


24 


Entomology 


X 










Forestry 


X 










Genetics 




X 








Geography 




X 








Geology 




X 


FOOTNOTES 




German 


X 










Health Education 


X 




One) Not applicable to under- 


History 

Home Economics 


X 

X 




graduate degree program 


Horticulture 


X 




TWo) returned questionnaire 


Industrial Engineering 


X 




contained no useable 


Journalism 


X 




information 




Linguistics 


X 










Medical Dietetics 


see footnote two 
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APPENDIX E 

LETTERS FROM RODNEY J. HARRISON 
FINANCIAL AIDS FOR STUDENTS BROCHJRE 
STUPBNT EMPLOYMENT BROCHURES 




E-1 



STIiPiNf EurtUTMlNT 

47ZU\2 

Wo«K Stupv Viocum 
422-7J6I 

Vbtimm'a CejiTU 



THE OHIO STATE UNIVERSITY 

AtBA or STUDENT AFFAISS 
STUDENT FINANCIAL AIDS 
154 WEST 12TH AVlHOt 
COLUMBUS, OHIO 43210 

LOANt 

422-3816 

Rodney J. Haeeison, Director scKoi.A«tniM 

422-1134 422-7034 

CDtiHIVLIHO 

422-2940 



November 19 » 1970 



Mrs. Rachel Hubbard 
263 Campbell Hall 
1787 Neil Avenue 
The CampuB 

Dear Mrs. Hubbard: 

RE: Support of Women through the Student Financial 

Aids Program 



In attempting to provide adequate research data relative to the nuinber 
and percen^f^e female financial aid recipients, we chose to use 

the three major federal student aid programs which we administer because of 
their brood eligibility and because they are basically unrestricte y 
course of study. The programs are as follows: 



Educational Opportunity Grants 

These are available to needy undergraduate students in good 

academic standing from families with incomes of $9,000 or 



leas. 



National Defense Student Loans 

These loans are available to students primarily frm 
with incomes of $10,000 or less and are available to ^der- 
groduates, graduates, and students in the College of Law. 



CoU.ege Work-Study Program * 

This is subsidized st-'dent employment of needy students 

primarily from low-income fajnilies and available in al 

colleges of the University. 



List-d below are the number of students in each program ^d the ^o^t 
of «oner.;iloc;ted as veil as a total unduplicated count. This 
count is important because students may be involved in any one or a 

of these programs. 



TOTAL UNDUPLICATED COUNT 3,70U 



Educational Opportunity Grants 
National Defense Student I^ans 
College Work-Study Program 



1,183 

£,277 

l,8lU 



$ 595,561 

$l,310,lUU 

$1,090,3^3 
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Dr. Rachel Hubbard 
Page Two 



November 19* 1970 



The number and percent of the mal j/female distribution for these pro- 
grams are as follows: 



Male 1,920 

Female 1 >7 



32 % 

m 



ince^ely yours , t 







Rodney J. Harrison 
Director 



RJH.dkh 
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THE OHIO STATE UNIVERSITY 



AREA OE STUDENT AEFAItS 

STUDENT FINANCIAL AIDS 
154 WEST I 2 TH AVENUE 
COLUMBU.i, OHIO 4)210 



Ml III Mr I'Mi'iiiVMt.Nr 
12 i riHI2 



422-3816 



\V- Smpr l'»i~.pAM 
4227363 



KoiiM.v J. I Iarrison, Director 
• 122-1134 



Si ARxItli' 

« 2^7034 



Vi 1 1 hAn'a (IkniRR 

An 2940 



COUKIIUNC 

422-2940 



January 20 , 1971 



Mrs. Rachel Hubbard 
265 Campbell Hall 
1787 Neil Avenue 
The Campus 

Dear Mrs. Hub>»Ji*d: 

I am most happy to cinsver your recent inquiry concerning support 
available to women students through the financial aid program. 

Our office does handle the Student Employment Program and the 
College Work-Study Program is a part of that function. Enclosed for 
your information and that of the committee is the most recent wage 
scale that is authorized for use by University employers. As you 
will notice there is no differentiation on this scale for men or 
women . 

As far as the other scholarship programs are concerned, informa- 
tion could be made available but it would be necessary for us to do 
a hand count. We do not have the record as far as the student's sex 
on any of our machine tabulating cards simply because so few of the 
scholarships are designated that way. We were able to give you 
information on the federal programs because data vsls readily avail- 
able. 

As far as a statement on the method used in awarding financial 
aid, may be the enclosed brochure would be helpful. 

If more details are requested I would be most happy to meet with 
your committee and discuss with them other information that they 
would want and how we might provide it for them. 




Director 



RJH.dkh 
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Financial 
Aids for 
Students 

THE OHIO STATE UNIVERSITY 



TIi 9 Ohio State University’s 
Financial Aid Program 

Realistic financial planning is an essential element 
of the university experience. It is a function of the 
Student Financial Aids Office at The Ohio State 
University to assist students and their families in 
formulating plans for the financing of a college 
education. 

The rising cost of a college education has made 
it increasingly difficult for many families to pro- 
vide the necessary funds for the higher education 
of their children. The state-assisted universities of 
Ohio were established to provide quality education 
that would be within the financial means of all 
families. Unfortunately, there remain many fami- 
lies that cannot afford to send their children to 
college. To assist these families, The Ohio State 
University created the Student Financial Aids 
Office. 

The primary purpose of the financial aid pro- 
gram at The Ohio State University is to enable 
qualified students with limited financial resources 
to attend college. The University will make every 
effort within its means to help these students 
secure the needed funds. Thus, a student who has 
financial problems should seek assistance from the 
Student Financial Aida Office before altering any 
educational goals. 



The following types of financial aids are available : 

Scholarships are monetary gifts which do not 
involve repayment. Selection is based on the stu- 
dent's academic performance or potential and the 
amount ordinarily varies with the student's finan- 
cial need. Grants are gifts of money made to stu- 



dents in need of financial aid and capable of meet- 
ing normal academic requirements. These pro- 
grams, funded primarily by the State and Federal 
Government, do not imply academic distinction. 

Awards are monetary recognition given for 
achievement and are selected without application. 
These are usually given during Spring Quarter. 

Employment opportunities are available for 
part-time work through the employment referral 
service of the Student Employment Office as well 
as through the College Work-Study Program. The 
latter program, funded primarily through Federal 
resources, is available to students with need from 
low income families. 

Loans are financial aids which have the require- 
ment that they be repaid at a specific time. Most 
loans administered by The Student Financial Aida 
Office also have a minimal interest charge. 

Application procedures for each t3T)e of aid are 
described on the following pages. 

The Student Financial Aida Office welcomes in- 
quiries from students, parents, and friends of the 
University. Its staff is here to serve you. 

Address: Phones (Code 614) : 

Student Financial Aida Scholarships 422-7034 
The Ohio State University Loans 422-3816 
164 West 12th Avenue Employment 422-6812 

Columbus, Ohio 43210 Work-Study 422-7363 

Veterans 422-2940 
Counseling 422-2940 
Director 422-1134 
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Tho 0hl9 Ur»IV9rdHif 

To rtMitti i»< u^ufinUni(> \mUm 

you wMi n»ii 1 Oip “ >'•**'*'* 

(l.hrnc! ijuiir<«f>*M) »'iliii:tttlon Ml Thfl Ohio tilMlfi 
Urilv*?rMlly. 'l'heH« oxp«nneM will vary with the 
Intilvidual Htudent’H type of housing, course of 
study, choice of food, recreation, transportation 
and other factors. Basic expenses, excluding all 
incidentals which average $360 per year, for an 
entering freshman, Ohio resident, would be: 

Application Fee (Nonreturnable) $ 10.00 



Acceptance Fee (Nonreturnable) • . . . 26.00 

University Instructional Fee 610.00 

University General Fee 120.00 

Deposits to cover laboratory 

materials and breakage 60.00 

Deposit to cover military uniform .... 40.00 

Books and Supplies 160.00 

Room and Board (Residence Hall) .... 1,104.00 

Total Men $2,009.00 

Women 1,969.00 



A commuting student could, of course, subtract 
his room and board because he is living at home, 
but Should add costs for transportation and noon 
lunches on the campus. 

Because the University Instructional and Gen- 
eral Fee will vary with each college or professional 
school, a student should check The Ohio State 
University Bulletin for more exact figures. 

Because the University is a state-assisted insti- 
tution, out-of-state residents must pay a larger 
share of their expenses. The University Instruc- 
tional and General Fee for out-of-state residents 
is $1,680 yearly, but other costs would be the same. 

Scholarships 

Scholarships are available to both entering and 
enrolled students. These scholarships are made 
available from various sources on the campus as 
well as outside foundations, industries, interested 
groups, and individuals. Approximately 4,500 
scholarships are awarded yearly. 

General University Scholarships Approximately 
1,000 General University scholarships, carrying 
stipends of $200 to $800 per year, are awarded 



annualfy, IrrffKpectlve (ff school or college In the 
University. I’hcsJS acholarahips arc renewable un- 
til graduatkm. 

Cooperative Houtiino Bchf^lcrshipM Cooperative 
housing Mcholurfihlpn for undergraduate# are 
ttvaiinbte In the Stadium Scholarship Dormitory 
for men, and in the Alumnae Scholarehlr Houses 
for women. Because of the cooperative feature of 
this program, the cost to the student for room and 
board is approximately $480 yearly for women 
and $510 for men, as compared to $1,104 in the 
other University residence halls. Students should 
indicate their interest in this program on the 
scholarship application. 

Awards in Specific Locations A number of scho- 
larships are provided yearly in various sections of 
the state. These are made possible by The Ohio 
State University Mothers’ Association and The 
Ohio State University Development Fund. In most 
cases, they are granted to freshmen and are not 
renewable. 

Special College Scholarships Each undergradu- 
ate college has a number of special scholarships 
available only to applicants in that college or de- 
partment. A detailed listing of these is given in 
the appropriate Ohio State University Bulletin. 
All applicants who submit the standard scholar- 
ship application blank are considered for all avail- 
able aids. 

College of Education Bland L. Stradley Memorial 
Scholarships of $210 per quarter will be granted 
to 100 students who plan to become elementary 
or secondary teachers. This scholarship is renew- 
able. 

School of Music A number of grants and scho- 
larships are awarded to outstanding musicians 
who plan to major in music. Interested students 
must contact the School of Music, 1899 North Col- 
lege Road, Columbus, Ohio 43210, prior to January 
15, to arrange for necessary auditions. 
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hUlmuilional ( t/ffHtrt unify (IrnntH 'rhlw fed<<rHl 
liroi^niin wuh uixlor thd I(iKh4)r K(lu<*i4> 

lion Art, «if itMin. It (•nubl(«M tho UnlverHity to 
iiwiml KniitiH to HtiifIcntH who (|uulify under the 
ifidilollnoH of tho proKHim. Tho primary flelection 
orlioi lon in I ho fiimlly'M (IniiiM'inI rirc.umntimcon, 
wMli llio mnjor omphiiMlN on Mtiidentw from low- 
ilM'OrilO fMIfllllON. 

Tho jfrnntR run ho mode to any underKradunlo 
alndent, but preferc-nce ia jfiven to entering freah- 
men, A vstudent’a high school or colilege record 
must indicate his ability to maintain good stand- 
ing in his academic work. 

Application .should be made on the regular 
.scholarship application blank following the proce- 
dures and deadlines listed elsewhere in this sec- 
tion. 

Ohio Instructional Grants This aid program has 
been established by The Ohio Board of Regents and 
provides non-repayable grants to Ohio residents. 
An applicant must be a full-time undergraduate 
.student and awards are based on his family 
financial information. In most cases family in- 
comes must be under $10,000. 

To apply, the university scholar ship application 
can be used. Special information and deadline 
dates are available at the Student Financial Aids 
Office. 



Regional Campuses 

The University has four tv/o-year undergraduate 
regional campuses located in various sections of 
the state. Scholarship.s and Grants are offered to 
students who plan to enroll at these campuses. Ap- 
plicants must secure the required forms from the 
regional campuses, and must have the application 
and recommendation forms returned to the cam- 
pus by April 1.5. The Parents' Confidential State- 
ment of the College Scholarship Service must be 
filed by March 15. 

For further information, students should con- 
tact the regional campus where they plan to enroll. 
Addres.ses are listed below. 

The Ohio State University — Lima 
4300 Campus Dr., Lima, Ohio 45804 

The Ohio State University — Mansfield 
2375 Springmill Rd., Mansfield, Ohio 44906 

The Ohio State University — Marion 

1465 Mount Vernon Ave., Marion, Ohio 43302 

The Ohio State University — Newark 
University Drive, Newark, Ohio 43055 



Freshman Scholarship Procedures 

To Jipply for II ttcholiirnhip, ii fruHhmun applirunt 
must : 

1. Send completed Parents* Confidential State- 
ment to the College Scholarship Service before 
l*'obruary 1. These forms are available in the 
high school*', 

2. Send a completed Freshman Scholarship Appli- 
cation to the Student Financial Aida Office be- 
fore March 1. 

3. Have the high school principal or counselor 
complete a Recommendation for Scholarship 
and forward it to the Student Financial Aids 
Office before March 1. This form is furnished 
with the application. 

Each applicant must have taken at least one of 
the following standardized tests: 

1. American College Test. 

2. College Entrance Examination Board Scho- 
lastic Aptitude Test. 

3. National Merit Scholarship Qualifying Test. 

Since the scores received on these tests will be 
forwarded by the school official who i;ompletes the 
Recommendation for Scholarship, it is suggested 
that applicants take the tests prior to the end of 
the first semester of their senior year. 

Only those applicants whose files are complete 
and who have been admitted will be considered 
for awards. Applicants for the Columbus campus 
will be notified of the committee's decision by June 
1 . 

Professional School Students 

Scholarships are available to students enrolled in 
the University's Professional Schools. General 
University Scholarships are available to all profes- 
sional students in varying amounts, and are re- 
newable until graduation. Health Professions 
Scholarships are available in the Colleges of Medi- 
cine, Dentistry, Pharmacy, Optometry and Veter- 
inary Medicine. Scholarship applications are avail- 
able November 1, and must be submitted by March 
15. Applicants will be notified of the committee's 
decision by August 15. 

For further details see the appropriate Ohio 
State University Bulletin. 

Graduate Students 

Information concerning graduate student fellow- 
ships and assiscantships should be obtained 
through the Graduate School or the student’s aca- 
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<li*fnir df’jimrf.mpnl.. f)ra(iiiut€) ntudenij nre eliffible 
lo t.hrdUKh f,hi« office for part-time ntudent 

«<rrfplfivrnenf nod Ioann. 

enrollid Studants 

TIiohi* aludoiiia now In aH.omlunco at The Ohio 
SIhIo I Jiilvei'Hlty on the under^nuluate level should 
request an “Enrolled Application” when applying 
for seholarahipfl. The major scholarship awards 
made available to this group are the Ohio State 
University Scholarships. Other University-wide 
scholarships, including those for cooperative scho- 
larship housing, are also avaiirble. In addition to 
these, a number of special scholarships are admin- 
istered in cooperation with the various colleges of 
the University. These special scholarships for 
umlorgraduates are listed in the appropriate col- 
lege catalogs. Information concerning these 
awards is available at the college or departmental 
offices as well as the Student Financial Aids Office. 

Unless otherwise designated, the University’s 
scholarship application form will be used for con- 
sideration for all aids for which an applicant may 
be eligible. 

Scholarship applications are available Novem- 
ber 1 and must be submitted by March 15. Appli- 
cants will be notified of the committee’s decision 
by August 1 . 

Undergraduate Transfer Students 

A limited number of scholarships are available 
each year for students transferring from other 
colleges and universities. Only applicants who 
have completed their admission to The Ohio State 
University are considered for scholarships, and 
they must have exceptionally good records to be 
.seleclod. Scholarship applications are available 
November 1 and must be submitted by March 15. 
Applicants will be notified of the committee’s 
decision by August 1. 

Scholarship Renewal Requirements 

The majority of .scholarships granted are renew- 
able until graduation. Stipends for these awards 
may vary upon renewal, based on the applicant’s 
financial need. University scholarships may be 
renewed provided: ( 1 ) the student maintains a 
point-hour ratio based on each year’s performance 
which places him in the upper third of his class; 
( 2 ) a new application is filed each year before the 
deadline date of March 15; and (3) adequate 
funds are available. 

er|c 



other Aid Programs 

Federal Guarantee Bank Loan Program 'This Fed- 
ci'ftl program, made poiwible through the Higher 
Education Act of 1965 , in administered to Ohio 
n>iNidents through the Ohio Student Loan Commis- 
sion (OSLC), 21 W. Broad, Columbus, Ohio 43216. 
Nonresident programs parallel the Ohio program 
through appropriate agencies in the student’s 
home state. In Ohio, students may obtain funds 
from banks, savings and loans, and credit unions. 
Up to $1,500 per year is available for graduates 
£nd undergraduates attending accredited institu- 
tions. Students with an adjusted family income of 
$15,000 or less are eligible :;'or Federal interest 
f.ubsidy . . . whereby the government pays the 
current interest rate of 6 V 2 per cent while the 
.student is enrolled. The student pays the remain- 
ing of 1 per cent simple interest during the in- 
.school period. Repayment of the loan principal be- 
gins nine months after the borrower ceases to be 
a student. However, not all financial institutions 
are willing to apply for the Federal benefits and 
the student is encouraged to check with the bank 
on this matter. Clearly, it is to the student’s bene- 
fit to obtain Federal subsidy whenever possible as 
this reduces the cost of the loan. Students must be 
in good standing to qualify and usually must be 
enrolled full-time. 

Social Security Details concerning eligibility un- 
der this program may be secured from the district 
Social Security Administration Office. Benefits us- 
ually are available for eligible students until age 
22 . 

Veterans Benefits Veterans and veterans’ depen- 
dents may .secure information concerning various 
benefits under these programs from the OSU Vet- 
erans Center or their regional Veteran’s Admin- 
istration Office. 

Law Enforcement Education Program This fed- 
erally funded grant and loan program is available 
through Student Financial Aids to those currently 
employed by law enforcement agencies or those 
who are preparing to enter a career in law en- 
forcement, correction or protection. 

Cuban Loans Cuban Loan.s are federally funded 
long-term loan.s available through Student Finan- 
cial Aids to Cuban and certain other Latin Ameri- 
can refugees. 

ROTC A number of different .scholarship pro- 
gram.s are available for .^itudents intere.sted in mili- 
tary career.s. Information may be .secured from 
the Army, Air Force, or Navy unit at The Ohio 
State Univer.sity or your local recruiting office. 
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Student Employment 

Part-time employment contributes to the educative 
experience of students at The Ohio State Univer- 
sity. Campus offices, Columbus residents, and busi- 
nessmen cooperate to provide employment oppor- 
tunities. Althou/?h much of the work is of a tem- 
porary nature, it frequ(?ntly results in permanent 
part-time empN yment for those who give courte- 
ous, willing, and dependable .service. 

Students and student wives who can afford the 
time to work may •apply at Room 210, Student 
Services Building, at the completion of registra- 
tion. The office is open from 8 :00 a.m. to 5 :00 p.m. 
Monday through Frid.ay and from 8:00 a.m. until 
noon on Saturdays. Interviews are arranged be- 
tween the hours of 9 :00 a.m. and 4:00 p.m. Mon- 
day through Friday. 

It is highly desirable that entering students 
have adecjuate funds to finance at least their first 
<|uarter. Ina.smuch as good health and .scholastic 
achievement are e.sseritial to a satisfactory Uni- 
versity career, part-time work .schedules .should be 
arranged with care. R gular employment is dis- 
couraged for freshmen during their early adjust- 
ment to college life. 

After the initial interview, the student’s quali- 
fications, work history, and free hours are .studied, 
and referral is made if there are appropriate jobs 
available. Wage scales vary according to the na- 
ture of the work and the skill of the student. All 
students are encouraged to use their own initiative 
in discovering job opportunities as well as using 
the re.sources of this office. 

A large number of students and student wives 
are employed on campus in a wide range of jobs. 
Students and wives with clerical and office experi- 
ence are normally in demand both on and off cam- 
pus. Upperclas.smen and well qualified graduate 
.students engage in part-time teaching and render 
technical and .semi-professional assi.stance to in- 
<lustries and professions. 



Summer Work 

Siimimu' tinniiiitfrt nuiHtituto an imporitutl Hource 
«»f liu'iiMin Tfu* riilli«g(« sludrniH. Tim SludiMil Km- 
ploymi'iit Office, npeui Ihe year rmind, also pro- 
vides information on viicatlon work op])ortunitieH. 

A number of full-time summer openings are 
listed hy reHorts and summer campH, industries, 
and (k)lumbuH businessmen. 

Room and Board Jobs 

Male students who come to The Ohio State Uni- 
versity may find, at the Student Employment Of- 
fice, opportunities to earn their room and/or 
board. F'emale students should apply for these op- 
portunities at the Office of Student Housing, 
Pomerene Hall. 

Work-Study Program 

The University participates in the Federal College 
Work-Study Program for full-time students from 
low-income familie.s who could not attend without 
financial assistance. Qualified students work on 
campus for an average of 15 hours per week and 
earn approximately $700 during three quarters. 
One quarter of full-time work prior to enrollment 
is permitted. Applicants must rank in the upper 
two-thirds of their high school class or maintain 
good standing at the University to be eligible. 

Applicants must file or have filed the parents’ 
confidential statement as a basis for evaluation 
of need. Total earnings will be limited to evaluated 
need. 

P’ull time students who have completed three 
quarters and are not enrolled the next quarter, 
but will return, may work during the off quarter 
for not over 40 h urs per week. During the sum- 
mer quarter some full-time jobs may be available 
off campus. 
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Loans 

All l*mnH an; for current educational expenses 
only (rtjt)m, board, booka, and tuition), and are 
ifruntetl to HludenlH whoae parent, guardian, or 
HpoiiHo is unable to provide Huflicient funds to 
l•nHble them U> Hnance their education. 

.Students who are conaidered full time are elig- 
ible t<» apply. First quarter freahmen are con- 
sidered for loans through the scholarship applica- 
tion procedure only. Other entering freshmen who 
wish to apply for loans may do so during their first 
quarter of enrollment and will be considered for 
the remainder of the academic year. Since loan 
funds are limited, first consideration will go to 
those students having the highest combination of 
ability and need. 

University and Foundation Loans These loans 
are applied for quarterly with a usual maximum of 
$300 per loan, $750 per year, and $1,500 total 
while in the University. Interest rates average 
3 per cent, and repayment schedules vary accord- 
ing to the year in college. Co-signers are required, 
and parent or guardian must co-sign in the case 
of minors. 

Natioyial Defense Students Loans National De- 
fense Student Loans are available to students who 
are capable of maintaining good standing and 
have a verified financial need. Students with the 
best records and highest financial need will be 
given first consideration. 

Undergraduate students may borrow under the 
National Defense Loan Program a maximum of 
$1,000 per academic year to a total maximum of 
$5,000 while Graduate students may borrow a 
maximum of $2,500 per academic year to a total of 
$10,000. Repayments begin nine months after 
leaving the University with a minimum $45 quar- 
terly repayment. No interest is charged while the 
student is attending the University or fof nine 
months thereafter. Following this grace period, 
3 percent is charged. The debt is cancelled in 
case of death or permanent and total disability. If 
the borrower becomes a full-time teacher (elemen- 
tary, secondary or college), 10 per cent of the 
loan can be cancelled for each year of teaching, 
not to exceed 50 per cent of the loan. However, if 
the teaching involves handicapped students or is 
in a predominantly low income area school, 15 
percent annual cancellation is allowed to the full 
amount of the loan. 

The total loan plus interest may be cancelled 
by 12>/2 percent for each year of service in the 
Armed Forces of the United States performed 
after June 30, 1970. The total maximum military 
cancellation may not exceed 50 percent of the 
total loan plus interest, 
o 
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Health Professions Student Loans Students in 
medicine, veterinary medicine, dentistry, pharm- 
acy or optometry can be considered for these 
loans. 

The maximum that may be borrowed is $2,500 
per academic year. Repayments begin one year 
after graduation and must be completed in ten 
years from that time. No interest accrues while 
the student is in school or for one year thereafter. 
The rate of interest is 3 per cent. Borrowers in 
medicine, dentistry or optometry who practice in 
an area having a shortage in their profession may 
annually cancel 10 per cent of the loan up to a 
5C percent maximum. If the practice occurs in a 
low-income district cancellation at 15 per cent 
annually is allowed up to 100 percent of the un- 
paid loan. Repayments may be deferred up to 
three years if the borrower becomes a member of 
the Armed Forces or Peace Corp.s. Repayments 
may be deferred up to five years if the borrower 
pursues advanced professional training, including 
internship and residencies. No interest accrues 
during deferment periods. 

Nursing Student Loans Students enrolled in the 
School of Nursing may be considered for aid under 
this program. A maximum of $1,500 per academic 
year may be borrowed with an interest rate of 3 
percent. Repayments and interest begin one year 
after graduation, and up to 50 percent of the loan 
may be cancelled if employed as a full-time pro- 
fessional nurse for a nonprofit institution or 
agency. Up to 100 per cent of the loan plus in- 
terest may be cancelled at the rate of 15 per cent 
per year for each complete year of service as a 
full-time nurse in a hospital which has been desig- 
nated as having a substantial shortage of nurses. 

Application Periods Applications for long term 
loans are available only during the periods listed 
below. During any application period, excepting 
summer quarter, federal loan applicants may ap- 
ply for the next quarter as well as the remainder 
of the academic year. Scholarship applicants may 
also indicate their interest and be considered for 
loans by checking that section of the scholarship 
application. 

Fall Quarter July 15— August 15* 

Winter Quarter October 15— November 15* 

Spring Quarter. . . .January 15 — February 15* 
Summer Quarter April 15 — May 15 

* Application periods for National Defense, Nursing or 
Health Professions Student Loans for the academic year. 

Emergency Loans Emergency loans with a $50 
maximum, 90 day repayment period, and no in- 
terest are also available at any time during the 
academic year. 
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HOURS 

Except on holidays, the Student Employment Of- 
fice is open year round from 8 a.m. to 5 p.m.. 
Monday through Friday, and from 8 a.m. until noon 
Saturday. Interviews are held between 9 a.m. 
and 4 pm., Monday through Friday. 

WORK-STUDY PROGRAM 

The University participates iri the federal College 
Work-Study Program. This program provides on- 
campus employment for needy students. A maxi- 
mum of 15 hours work a week during the academic 
year and 40 hours a week between quarters is 
provided. Further information and applications are 
available from the Work-Study Office, Room 212, 
Student Services Building, 154 West Twelfth 
Avenue. 



OTHER FINANCIAL AIDS 

The Student Employment Office is a division of 
the Student Financial Aids Office, which makes 
available additional aid through loans, grants, and 
scholarships. 

Scholarships end grants are available to stu- 
dents with high ability and financial need. The 
yearly deadline for filing an application is March 
1. Applications are available November 1, 

Loans are available to enrolled students whose 
point-hour ratios are 2.00 or better. Application 
periods are approximately one month before the 
start of each quarter. 

For further details write to: 

The Ohio State University 
Student Financial Aids Office 
154 West Twelfth Avenue 
Columbus, Ohio 43210 



Tii; Ot'io Stiite University 
t VVost Twelfth Avenue 
Ceiurnbus, Ohio 43210 
293-6312 
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TYPES OF JOBS 

^An extremely broad range of job opportunities 
is available, especially for men. Employment varies 
from a single one- or two-hour job to a full time 
position. Often short term jobs develop into regu- 
lar part-time employment as a result of courteous, 
willing, and dependable performance. Employ- 
ers are encouraged to restrict part-time jobs to 
20 hours per week. Some positions require the 
applicant to remain one year or more. Evening 
work is solicited for students who have classes 
all day long. 

Because of the large variety of available jobs, 
it is impossible to describe them all. However, 
following are a few of the more common cate- 
gories. 



Office Work 

bookkeepers 

clerks 

data processors 
machine operators 
typists 

stenographers 



Sales 

cashiers 

clerks 

delivery men 
inventory takers 
stockmen 
warefiousemen 



Libraries 

catalogers 

file clerks 

monitors 

receptionists 

typists 



Labor 

construction sites 
plants 

service shops 
truck terminals 
warehouses 



Food Service 

bus boys 
dishwashers 
short order cooks 
waiters 
waitresses 



Child Care 

churches 

day care centers 

homes 

recreation centers 
women's clubs 



Odd Jobs 
furniture movers 
gardeners 
home maintenance 
or repair men 
house cleaners 



Recreation 

arts and crafts instructors 
dance instructors 
life guards 
music instructors 
sports leaders 
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WAGES 

Wage rates are not fully controlled by the Stu- 
dent Employment Office. They vary according 
to the skills and experience required, the respon- 
sibilities involved, and the hours worked. Rates 
usually increase gradually with length of service 
and satisfactory performance. Hourly rates are 
quoted by the employer either in terms of cash 
or in exchange for room and/or meals. (Federal 
minimum rates apply on-campus and where ap- 
propriate off-campus.) 

RESTRICTIONS 

A first-quarter freshman is referred for employ- 
ment only in an emergency and then for limited 
hours, mainly on weekends. This is to encourage 
full concentration on academic pursuits and ad- 
justment to college life during the first few months. 

A well-adjusted student in good standing may 
be referred for a job requiring not more than 20 
hours a week if little transportation time is in- 
volved. Heavier time requirements must be ap- 
proved by the student's adviser. A student with 
a low grade average which puts him in academic 
jeopardy will not be referred on daily jobs. The 
student will be advised to concentrate on study 
until his grades have improved. 

Women living in dormitories or rooming houses 
may find late evening work impractical. 




SUMMER EMPLOYMENT 

Regular and summer-quarter students are eligible 
for assistance in job placement for the summer 
months. Summer jobs on campus and in the Co- 
lumbus area are handled by the Student Employ- 
ment Office in the same manner as jobs during 
the academic year. 

Information on camp and resort jobs as well 
as other summer opportunities outside the Co- 
lumbus area is available for study and reference 
at the Student Employment Office. On-campus 
Interview schedules are arranged, normally dur- 
ing the Winter and Spring Quarters, for out-of- 
town employers seeking summer help. Campus 
visits of these employers are publicized in ad- 
vance so that students may sign up for appoint- 
ments. 

A student interested in direct or commission 
sales will find information on such opportunities 
on file in the Student Employment Office library. 
While some students are highly successful in 
this type of work, others are bitterly disappointed. 



o 
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ELIQIBILITY AKD SERVICES 
The services of the Student Employment Office 
are available to registered students and their 
spouses. A student’s eligibility is established when 
he presents his fee card for the appropriate quar- 
ter and corrects his schedule information if it 
has become outdated. A student’s wife who wants 
J a full- or part-time position shows her husband’s 
fee card to verify eligibility. 

The service informs students of job oppor- 
tunities on and off campus, interviews and screens 
applicants, refers qualified applicants to employ- 
ers, keeps individual student employment records, 
and counsels students regarding employment. 

This office does not assist in career placement 
for graduating students. Each college of the Uni- 
versity maintains a placement office for this 
purpose. 

PROCEDURES 

Employers call or write the Student Employment 
Office, located in the Student Services Building, 
to report the need for student help. They sum- 
marize job descriptions, qualifications and hours 
required, duration of jobs, beginning dates, and 
wage rates. The essential facts except names of 
employers are then posted on the Employment 
Office bulletin board. 




A student desiring help in finding employment 
files an application which indicates special skills, 
training, employment experience, course of study, 
class schedule, current academic grades, and need 
to work. 

Interviewers screen job applicants on a first- 
come-first-served basis. After careful considera- 
tion of the job and the applicant, the interviewer 
refers the qualified student to the employer for 
interview and consideration. Student and employ- 
er report to the Student Employment Office the 
results of the interview for entry in the student’s 
employment record. A student is individually noti- 
fied of opportunities only when ran qualifications 
are specified. 

A performance rating requested from the em- 
ployer is entered in the student’s employment 
record. The student is encouraged to report any 
unfair employment practices or improper work- 
ing conditions. If the report is verified and the 
situation is not corrected, jobs from that employer 
will thereafter be refused. 

The student’s wife takes precedence after reg- 
istered students in the filling of part-time jobs. 
She will find numerous full-time opportunities 
especially in the clerical and sales fields. Child 
care at home or away during the work-day hours 
is also often needed. 
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Trie OHIO STATE UNIVaSITY 



EL3, 



Siancki/ciiztfcS Siuderit Job ClossHvcotion 

\ 

and 

Minimum Wage Rates 
(Approved U/69 By Cabinet) 



Job TUU 
Meaagement 
Trainea 

ABsistant 
to Ifttnager 
Oflice Supervisor 

Crew Chief 
or Supervisor 
Racreatlon Loader 

Program Director 

Sports Official 



ADMlNJSTRATIVt 

V a 

Cd pTnweWFe 

Brief Job DoeoHptUm Bowly BoU 

PorfoyrnK management duties under supervialon; Inde- |8.0(J 
peadently responsible for specific duties or Judgments 
during out-of-nours periods. . . ^ *i ryn 

Performs d^oil functions under supervision o£ a man- ?i. fO 



agor. 

Supervises office functions or personnel under general 
directiou. 

Superviik^ Iho porfonnAiice <rf t capi or cww in non* 
cloriea) sitaatlon. 

Supervises planned recreational program under gen- 
em dh'nction. , 

Plans supervises social or recreational programs 
-nith only general guidance. 

Officiates or supervlsea intramural sports. 



11.86 

IL75 

1140 

11.86 



Steno II 
Steno III 

Typist I 

Typist II 

Clerk I 

Clerk II 

Statistical 
Clerk I/Bookkooper 
Statistical 
Clerk II 

Office 

Machine Operator 



CUERiCAL 

Takes Oict. @ 60 WPM; tsres @ 40 W?M; has had 

8 months (axperience or equivalent. 

Takes Diet. @ 80 WPM; types (g) 60 WPM; has hM 
one yoar experience or eqmvalent; composes simple 

I secretarial trainee. 

I and simple copy) ; alpha- 




Types @ 60 WPM with high accuracy; copies statistics 
and correspondence; files. 

Prepaid mailings; alphabetizea and files; performs 
raessengur and general office chorea. 

Does light typing with reasonable accuracy; Iceepa flies 
^thout supervision. 

Performs simple computatlonB; does msnnal and nifr* 
sorting; keeps simple records and accounts. 
Operates Key Punch; wires sorters; does Tab Listing; 
operate tab equipment and comptometer without su- 
pervision. ^ ^ ,,, 

Usoi. various duplicators, comptometer, adding or otner 
oiiapio oflice machine; no typing. 



$146 

$1.65 

$1.76 

$140 

$1.76 

$1.96 

$1.60 



Faculty Aide 

Projectionist 

Illustrator 

Draftsman 

Editor or 
Abstractor 
Proof Bender 
Tutor 

Lab AEsistunt 



IKSTRUCnOKAL 

Grades papers; keeps records; arranges equipment and 
distributes materials. 

^eraUjS> tubo or arc still or movio aqolpment; repairs 

Docs f iv-iumd art or technical Uluatrations; designs 
coven icr written matoiials. 

uoos ILoc druv/ing, loUoring, charting and line tracing; 
rc'tkca blue prints. 

Ldits written material for technical accuracy, compo- 
liition anil organization or briefs written material. 
Checks v^ritten material against approved copy. 
Ti-nc.i.!s individual in cpccinc subject matter in private 

EOSS . ODi !. 

ck'saroom or lab demonstration and snper- 
viscs ei^uipment. 



Research Assistant 



Lab Aaslatant I 
Lab Assistant li 



R5SHARCH 

Parlcc;;;^ .t-> ;ictively in research under general snper- 
vlbioD. Duties involve evaluation and Independent judg- 
moni:. . . , ^ 

ct:, olcatij or maintauia research oqiupment 
.Usi’i r«o;.v.rcu equiymoat; does testa or investigations 
uucijr cumo i.u7»oi*vision. 



$1.80 

$1.80 

$1.90 

$1.80 

$1.90 

$1.65 

$2.85 

$1.65 



$2.36 




RESEARCH-ConrimiMi 



B14 



Job Tiilt 

Lftb T«chnleUn 
BUtiatklan 

Tnmfllator 

EMMTch Subject 



Bru/ Job Dosoription 



HeuHiif RmU 



DesisDi, r^^T*, tMta, or arruigM Ub equipment 
Beoora <UU;oo)£S 2 >Qte 8 data or itatiettea; graphs or 
charts results of twta 

TranslateSt abstracts or briefs writtsii material from 
foreicn language to Fngiiah or vies rersa. 
PesfmnaiSqile tasks or indkatm natural reaetians. 



tl.86 

$2.85 

$k«40-|'C^ 



Watchman 

life Guard 

Parking Attendant 

Bub Driver 

Switchboard 
Operator 
Usher or 

Checkroom Attend. 
Ticket Attendant 
Receptionist I 

Receptionist II 



SECURITY ft SaVICE 

Kekes rounds! inspeTts or guards areas of respoosi- 
bilitv and makes repo. 

Sup6Tvifl6i uttorgunii Bd Bwinmunsi rcscuBi sviiniiwrs 
or prevents dang^wi praeticee. 

CoUecta tolls; snpeiVises paxUng: guards parking 

C^^tes passenger vehicle for carrying organized 
groupsor over specifl I'd routes. ^ 

Receives or routes ttlejdione eaEs; supplies informa* 
tion. 

Shows patrons to piuper seating or checks and safe- 
guards clothing 

SellBt punches or talf:«!S tickets at admission functions. 
Attends information leak; answers phone; takes mes- 
sages; sorts maiL ... * ^ 

Receives important visitors; supplkm information; 
keeps records; directs visitors; determines and intro- 
duces viritors to proper contact 



$ 1.66 

$1.65 

$k:6ft'f.(0O 

$1.76 




Cashier 

Waiter or Waitress 
Fountain or 
Counter Clerk 
Busboy, Counter 
Server, Checker, 
DLshwasber 
Kitchen Help 



FOOD SaiVlCE 

Checks, charges and eoBeets for food selected or eon- 

Bomed. , , ... 

TbIom ordeti for And MTTes food Atid drink to toD io B. 

Prepares and/or serves food end drink over the coun- 
ter. 

Carries dlshee; snppliee food; serves from confer; 
m ej i cards; may coUeet cash; works in dish- 

room* 

Assists with food preparation; washes Utobanwars and 
equipmont 



Student Library 
Assistant I 
Student Library 
Assistant II 



Cashier 
Sales Clerk 
Stock Clerk 



LIBRARY 

Fills requests for books; reshelvea books; performs 
routines requiring infrequent decisions. 

Checks and verifies librair orders and receipta; types 
forms and cards; m^ea frequent dadsiona. 

SALES & STOCK 

Collects qmTi or charge slips for merchandise; makes 
change; accounts for cosh. .... .. 

Seila merchandise (other than prepared food) over the 
counter; may charge or collect cash. 

Stoc^ shelvee: reeeivee, stores and may account for 
bulk merehannise. 



Carpenter 
Electrician 
Painter 
Custodian 
Labor (Heavy) 
Labor (Light) 



AAAINTENANCE 

res simple or rough woodworking, maintenance and 

^ . . . 
res simple iiuiirection, maintenance and repair oi 
jhting and power equipment ^ . t. 

res sunple and outside painting and refinisb- 

rw general cleaning and maintenance of working 
oas. 

» 9 a heavy lifting and moving of equipment and sup- 

m li^t lifting of materials and equipment including 
trdemiiur. 



Student Employment Offlee 



210 Student Servikee 
Phone 308-6812 



O'- . l » 



Bg 



Jan. 1, 1970 



$1.60 

$M»/.(o6 

$1.60 

$1.70 

$1.60 

$1.60 



$1.96 

$1.95 

$1.96 

$1.66 

$1.80 

$1.66 
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The Ohio State University 

Status of Women Comnittee 
Undergraduate Subcownittec Survey 
y\uturnn 1970 



College 

Department 

Title 

Name 

Telephone Number 



I am » calling in connection 

with a survey of faculty being done under the auspices of Vice 
President Moulton’s office. Faculty members of your department 
are among the many that are being contacted. We would like your 
opinion on the make up or type of an undergraduate student in your 
department. Do you have about ten minutes to give us your opinions 
on these questions now, or is there a more convenient time that I 
can call back? ( Time ) 
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Page Oie 



1. What are the characteristics of the ideal undergraduate student 
on COTipletion of your prog ram? 



academic accomplishment 

high poinl.-hour overall 
high grades in major 
independent thinking and initiative 
strong background in other fields (a good 
liberal arts training) 
extra-curricular activities 
personality traits 

ability to cooperate with 
faculty 

peers 

leadership qualities 

outgoing, aggressive, extroverted 

self-sufficient 

self -motivated 

ability to verbalize ideas well 



other: 





Page Two 



What opportunities are available for students receive 
baccalaureate degree in your department? 



graduate school 
professional school 
education 
Imdiness 
industry 
government 
private research 
a related field 
other: 
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Page Three 



3. How available are these oppartunities at this time? 

excellent, an urgent need 

very good, many positions available 

good, some positions available 

fair, positions available, but competition is a factor 

not good, area crowded, lack of opportunities except 

in a limited number of fields 

poor, field is a very crowded with BA's, acute lack 

of opportunities, few channels after BA open 



4. Of these opportunities, are there some more suitable for 
wonen graduates than others? 



Yes 



^'o 
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Page Four 



5. Would you recanmend that a female enter your field of study? 



Yes 



No 



Why? 

(If Yes): (If No); 



they're needed 

good opportunities for 

employment 

vromcn well -suited to field 

career that meshes well 

with a family 

gives her skills she can 

use even if she doesn't 

enter the profession 

other: 



no job opportunities 

women are not well -suited 

to the profession 

not accepted in the profession 

none yet qualified 

women have a high drop-out 

rate 

other : 
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B. Objectives 

The following objectives were set forth for continuing 
education programs at The Cfiiio State Ihiversity and encompass both 
courses for credit for non-degree oriented adults as well as education 



programs without academic credit. 

1. The primary objective is: To provide university-level 
continuing education programs tailored to the economic, 
social and cultural needs of society consistent with 

the overall objectives, resources and tmique capabilities 
of the University. 

2. More specific objectives are; 

a. To provide learning opportunities for \duch the 
University has special conpetence to those 
engaged in the various professional areas. 

b. To provide educational assistance to public 
officials, industrial, business, labor aid 
other comnunity leaders to help them to deal 
effectively with community related problems. 

c. To provide university- level educational 
assistance to specialized organizations, 
agencies and groups to help them to achieve 
their educational goals. 

d. To provide learning opportunities for adults 
who wish to further their personal development 
through university- level programs. 

3. To achieve these objectives, the University strives; 
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a. To provide a climate and organizational 
framework which will facilitate the 
contribution of the faculty to the University 
continuing education program. 

I 

b. To provide a me ans through which The Ohio 
State Universit;/ can cooperate with other State 
and private institutions of higher education 
within Ohio in continuing education programs. 

c. To conduct research and development programs 
directed toward designing, testing and evaluating 
innovative approacdies in the field of coi^tinuing 
education. 

d. To serve as a laboratory and a mechanism for 

the identification of problems requiring research 
effort and to interpret these problems to 
appropriate personnel in the University. 

e. To provide an opportunity for potential 
participants to contribute to the identification 
of continuing education program needs. 

f. To develop an organizational structure which will 
provide for effective utilization of University 
continuing education resources and place the 
IMiversity in the position where it can attract 
funds for continuing education from both public 
and private sources in order to enhance the 
University's educational assistance to its 
various publics. 




169 



G-3 



B. Continuing Fxhication for Women 

This program area was marked by a continuation of non-credit 
courses designed to attract the mature woman. Several of these courses 
were presented in the morning, vdiich is a popular time for participation 
by mature women. 

The staff of the Division of Continuing Education continued 
to provide an orientation program for mature students in cooperation 
with the Student Affairs area. * 'Coffee hours" were sponsored each 
quarter. 

A major effort of this program area included the volunteer 
training. A one-day "Workshop for Volunteers" was held in February 
with over 200 wcoien participating. Eighteen agencies cooperated ;ln 
presenting this program. 

The training program for volunteers working in elementary 
school libraries was held three times during the year. Over 100 
volunteers participated in the training program and volunteered 
one-half day per week in an elementary school library. The evaluation 
of this program indicates there is excellent response and continued 
cooperation with the Colunbus Public Schbols is anticipated. 

The seminar series designed to train volunteers to work with 
the FrarJdin County Court of Domestic Relations called "Friends in 
Action," involved three training programs conducted throughout the 
year. 
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OHIO STATE UNIVERSITY 
STATUS OF WOMEN COM^TTEE 
GRADUATE LEVEL SURVEY 
AUnM4 1970 



College Interviewer 

Department Date 

Office Telephone Follow up __ 

Contact Person 

Chairman of Graduate Conmittee: Telephone 

Name: 



PROFILE DATA 



For the Year 1969-70 

Nunher of Applicants: 
Nunber Accepted: 

Number Enrolled: (new) 



Nunber of Graduate Students 
Total Enrolled 

Masters Level 
Dost oral Level 
Part-Time 
Full-Time 



Ntnber of Fellowship Holders 

Types of Fellowship and Nunber 



Men Women Total 



Men Women Total 



Men Women Total 



Nuiber of Teaching j^sistants 
Nunber of Teaching Associates 



Nunber of Research Msistants 
Nunber of Research Associates 



Men Women Total 



Men Women Total 



Notes : 
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APPLICANTS 



Page Two 



Men Wcanen Total 

Nimber of Applicants: 

Number Accepted: 

Number Enrolled: (new) 



What are your criteria for selecting a student for admission to graduate work? 

Point Hour Ratio GRE Scores 

Recommendations 



Are your criteria different for men and women? 

No 

Yes - Please explain 



Are there any differences in the qualifications of the men and women who apply? 

Submit fewer applications 

Have lower averages 

Less prestigious or less complimentary recommendations 
Cone from less prestigious colleges 
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RECRUITMH^ 



Do you recruit or advertise your department in any way? 
NO 

Yes - For what purpose? 



How? 

Brochure mailed to various colleges 

Brochure mailed to individual graduating seniors in field 

Careers Day Visitation program in summer or weekend 



To whom do you direct your advertisement? 

- • • - All colleges in Ohio 

Exclusively male colleges 

Exclusively female colleges 

Coeducational institutions 
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Pape Four 



Men Wanen TotAl 

Number of Fellowship Holders 

Types ot Fellowship and Numl)er 



What percentage of the applicants are eligible for financial assistance? 
Total 

I of women applicants eligible 



What criteria do you use for awarding fellowships? 

Point Hour Ratio GUE Scores 

Reconmend at ions 



Are your criteria different for men and women? 
No 

Yes - Please explain 



Are there any differences in the qualificatioha of men and women who apply? 

Point Hour Ratio GRE Scores 

Recommendations 
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TEACHING ASSISTANTS 

Men Women Total 

Number of Teaching Assistants 

Number of Teaching Associates 



What criteria do you use for ai/arding teaching assistantships? 



Point Hour Ratio 



GRE Scores 



Reconmendations 



•t 

Ate the criteria for selection different for men and women? 

^No 

Yes - Please explain 



Are ther any differences in 
Point Hour Ratio 
Reconmendations 



the qualifications S£ the men and woraen who apply 

GRE Scores 



7 



How do you employ your teaching: 

Indicate nunber of: 

In classroom alone: 

In classroom assisting prof, 
(grading y taking roftl, etc.) 

In laborator service 



Assistants 
Men Women 



Associates 
Men Women 
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Page Six 

RESEAKOl ASSISTAOTS 



^^en Wc3inen Total 

Number of Research Assistants ’ 

Number of Research Associates 



What criteria do you use for awarding research assistantships? 

Point Hour Ratio GRE Scores 

Recommendations 



Are the criteria for selection diffeiient for men and women? 
No 

Yes - Please explain 



Are there any differences in the qualifications of the men and women who apply? 

Point Hour Ratio gre Scores 

Recomnendations 



How do you employ your teaching: 

Assistants 

Indicate Nunber of: ffen Women 

In library research: 

In projects leading to 
students* own thesis or 
publication: 

Lab. research for prof: 



Associates 
Men Women 
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Recooneiidation for an OSU Office of Wcamen’s Affairs 

Purpose of the Office of Wamm^s Affairs 

The purpose of the Office of Women's Affairs is seen as being a 

visable means of achieving the following three goals; 

1. Correction of the problems the individual woman faces at Ohio 

State University today. 

2 . Prevention of the problems in general that wonen at OSU could 
face in the future. 

3. Development of the individual capabilities of women as 
functioning members of the University community and as 
persons. 

Functions 

1. Visibilit y 

To maintain higjh visibility in the University community making 
sure all who can do avail themselves of the programs. 

2. Fbllow-up 

To coordinate efforts to enact the reconinendations of the 
Commission on the status of women particularly those 
recommendations that are not delegated to existing 
univeisity agencies. 

3. Investigation and Research 

To initiate and coordinate research and program projects with 
other agencies of the University and community, and to initiate 
university-wide polls of faculty, staff, and students in 
order to collect information on perceived discrimination. 

4. Referral 

To initially serve as an office of referral for appropriate 
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advising and counseling of groups and individuals, e.g., 
individual allegations of unequal treatment to the Office of 
Affirmative Action or University cnibudsman. 

5. Consultations 

To advise and serve as counsel for University and non- 
university individuals and agencies regarding problems of 
women. 

6. Reference 

To maintain contacts with similar programs in the country, 
to compile current information on governmental regulations 
and other educational materials concerning wcmen, and to 
make these available. 

Location in University Structure 

It is reconmended that the Office of Women’s Affairs fall under 
the jurisdiction of the Vice President for Administrative Operations. 

We feel it is necessary to place the Office of Women’s Affairs under 
Administrative Operations, because the scope and function of the 
office shall, as the foregoing functior.s suggest, exceed the specific 
areas of academic affairs or student affairs. Indeed, this office 
shall handle concems of wai«n staff , students , and faculty , that do 
not involve enployrient-related issues. 

Internal Staffing and Structure 
Staffing 

The staff should include: 

A DIRECTOR, female, hired on a full-time basis, vdio shall possess 
the necessary qualifications as indicated in the section above/below. 
This Director shall be responsible for the day-to-day and long-range 

o 
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operation of the office, as well as the development, in consultation 
with others as appropriate, of directions for action and progranming 
and all the various functions of the Office of Women’s Affairs as 
delineated in the section on functions. 

She shall also supervise the employment and activity of personnel 
staffing the office. This supporting staff shall consist of: 

On full-time secretary, to supervise clerical functioning and 
personnel . 

Two part-time students to assist the secretary in cleri'.:al 
affairs , and to assist the Director and her designees in data 
collection. 

TVo full-time research/executive assistants to the Director, 
who shall have had prior experience in campus affairs. These 

assistants shall have responsibility for plann^g and 

1 

executing the functions of the Office, in consultation with 
the Advisory Council and the Director. (The Director shall 
have ultimate responsibility) . These assistants shall also 
perfom the actual writing of reports, collection of data, 
structuring of assignments and executing, as is feasible, 
instructions of the Director. 

In all procedures and progranming, the Director and her staff 
shall have the benefit of the opinion and guidance of an ADVISORY 
COUNCIL, vdiose membership shall be detexinined by the Director. The 
Council should include representatives from WSGA, Panhallenic, Women’s 
Liberation, Women's Dormitories, sx)d also faculty, staff, counseling 
personriel, etc. The Chairman shall be the Director; the recording 
secretary shall be one of the staff mennbers of the office. The two 
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assistants to the Director shall also sit on tlie Council as ex-officio 
members. 

Bu dgets 

The following are preliminary suggestions for funding and annual 
salaries : 



Director 


$14,000 


Full-time secretary 


5,000 


Two part-time students 0 $2,500 


5,000 


TVfo full-time assistants 0 $7,500 


15,000 


Office supplies for one year 


1,000 


Programming functions for one year 


2,000 



Specification for a Selection Conroittee 

This compittee should be comprised of representatives from the 
entire university corinunity, that is, it should include both men and 
women, from all areas, i.e., faculty, administrative and professional 
personnel, civil service personnel, and students, undergraduate and 
graduate . 

Qualifications for Director of t h e Office of Women^s Mfairs 

1 . The Director should be a woman who has been at the Ohio State 
University at least three years and has a good knowledge of 
the University structure and how it operates. 

2. Ihe Director should be a woman who can devote her full-time to the 
position. 

3. Further qualifications concerning personal and educational 
characteristics necessary for the job will be determined by the 
selection committee. 
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Selection Procedures 

1. Nominations will be accepted from the University conrounity. 

2. Each nominee will be contacted and, if interested, asked to 
submit a written resume. 

3. The resumes will be reviewed by the selection conmittee and 
finalists will be selected on the basis of their resumes. The 
finalists will be interviewed by the Gonmlssion. 

4. A list of three names will be presented to the President of 
the University who will make the final decision. 
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miYSlS OF APPENDICES J, K, L 



Appendices J, K, L, contain information which relate to the areas 
of investigation covered by Task Force 3. Tables included show the head 
count* F.T.E,* by rank and sex for nine and twelve month faculty 
appointnients as well as data for administrative and professional staff* 
and civil service employees . These data are grotped by departments , and 
where applicable* i/ithin colleges. All data reflect average salaries by 
departments. Special contracts and wages are not irxluded in this study. 
Ihe salary data are based on that budgeted July 197Q* The base data for 
these tables were obtained from the Office of University Budget. 

Because of the wide range of job categories included in tlie 
administrative and professional* and civil service classifications, 
meaningful analysis of this salary data was not attempted. 

No attempts were made to look at individual qualifications, degrees 
earned* length of service, or other professional attributes, These were 
assumed to be fairly conparahle for both men and women within ranks. 

Average faculty salary differences for departments having both 
men and women were compared. Those average salary differences greater 
than $720 by sex and within ranks were noted. This is twice the 
minimal dollar amount of $360 used for cenputing pay inclement changes. 
Average salary differences within depaitments that were less than $720 
were considered equal. 

For nine month faculty at the professor level* ten department 
differences were noted, Nine favored men* none favored women and one 

* 

showed comparable salaries. Among faculty at the associate professor 
level, fourteen department differences exceeding $720 were observed. 
Eight departmental average salary differences favoxed men, one favored 
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women and the remaining five were essentially equal. At tiie level of 
assistant professor, nineteen departments were compared. Men received 
higher average salaries in nine departments, women received higher 
salaries in one. Nine departments were judged to be comparable. Of the 
thirteen departments at the instn^ctor level , five were partial to men and 
the remaining eiglit were comparabl.e . In all, fifty'Six department 
comparisons vreve made. Men were paid higher average salaries in 
thirty-one of them and women in t\^o. Twenty- three comparisons were 
essentially equal . Three Colleges , the College of Arts , the Coj.lege of 
Humanities, and the College of Social and Behavioral Sciences, contributed 
most to these departmental salary discrepancies. University College 
reflected the most equitable salaiy distribution. 

Among the twelve month faculty, the five average salary differences 
compared at the professor rank favored men. Seven of the nine 
departments at the associate professor level favored men, one favored 
women and one showed comparable figures . Of the eighteen comparisons at 
the assistant professor rank, eleven were in favor of men, four in favor 
of women and three were comparable. At the instructor level all six 
comparisons showed men were paid higher average salaries . Of the 
thirty-eight comparisons within rank for twelve month faculty, men 
received the salary advantage in twenty-nine and women received higher 
salaries in five. Of all average salary differences for both nine and 
twelve month faculty, 64% were partial to men, 7% favored women, and 
29% were judged equal. 

The data weie also analyzed to identify those departments where 
an average salary difference in the amount of $3,000 or more existed, 

This figure has been reported in national studies as a common salary 
20"? difference for men and women in various fields . Among the nine month 
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faculty there were six departments, four at the professor rank and one 
each at the assistant professor and instructor levels, \diere average 
salaries exceeded this amount. In eadi case this difference favored 
men. Among twelve month faculty, there were fourteen instances where 
salary differences between men and women were equal to or exceeded 
$3,000. C«ie was at the professor level, five at the associate professor 
level, six at the assistant professor rank and two at the instructor 
level. All favored men. In summary, for twenty within departmental 
conparisons women were paid lower salary in every instance. The pro- 
fessional schools contributed substantially to these discrepancies. 

From this analysis, one might assume one or more of the following 
explanations for the above alary discrepancies : women do not negotiate 

for salaries as well as men; women are less qualified than men within 
each rank; women have not held faculty rank as long as men; or women are 
discriminated against at this IJhiversity. 
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In order to grasp an understanding of the tables presented in the 
appendices, two definitions are necessary: 

1* F.T.E. - This acronym refers to a FULL-TIME EQUIVALENT employee. 

That is, the equivalent of one enployee who has been en- 
gaged to work for what his classification of employment 
is considered to be a full-time schedule. This term can 
be used to account for split appointments as well as 
single appointments. For example, a person may be employ- 
ed half-time as a professor of Mechanical Engineering and 
hair time as an administrator in that department. He would 
be considered as 0.5 F.T.E 's in each position. 

2. AVERAGE SALARIES - This term refers to "weighted" average salaries 
for a department, a college or the uni.versity. For ex- 
ample suppose tliat we wish to find the average salary for 
a professor in the department of chemistry and we have the 
following data: 

F .T.E. *s Salary 

1.0 $15,000 

0.5 $20,000 

1.0 $ 21,000 

0.75 $18,000 



"Weighted” 
Average Salary 



The calculation would be: 

Cl.O X 15000)^(0.5 X 20000)^(1.0 X 21000) (0.75 X 18000) 

1.0 + 0.5 + 1.0 + 0.75 

$18,308 



Based on these definitions, department, college and university sunmaries 
of total F.T.E. *s and average salaries were compiled and presented in three 
tables. These tables were: 



1.) 9 Month Faculty - Professors, associate professors 

assistant professors and instructors 



2. ) 12 Month Faculty - Professors, associate professors , 

assistant professors and instructors 

3. ) QSU Personnel - 9 month faculty, 12 month faculty, 

administrative and professional, 
and civil service. 



All of the information contained in these tables was calculated from 
base data which was supplied by Mrs. Judith Washburn and the staff of 
University Budget. 

A sample sheet which follows gives an example of the tables with certain 
aspects noted. All three tables are similar and thus, only one sanple sheet 
is included. 



f 




NOTES ON SmPl£ SHEET: 

1 Total F.T.E.'s for a department. One category is for male 
employees and one for female employees. 

2 Weighted average salaries foi’ a department. 

3 The difference between the male and female average salaries, 

4 Total college summary. 

5 A college surnnary of all departments having both men and women 

employees . 

f) A college summary of all departments having men employees only. 

7 A college sunmary of all departments having women employees only. 

8 The number of departments in the college falling in that category. 



APPENDIX J 

UNIVERSITY PERSONNEL COUNT 

1. UF^ COUl'ITS FOR UNIVERSITY 

2* HEAD COUNTS FOR FAQTLTY 

3. F.T.E. COUNTS FOR UNIVERSITY 

4. F.T.E. COUNTS FOR FACULTY 
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J-5 

J-6 
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SURVEY OF CCnmTEES 



IhrrERVlEW GUIDE - TASK FORCE 4 

UNIVERSITY COUNCILS AND OOfWITTEES 

COLLEGE AND SCHOOL CO^t1IT^EE SURVEY 

CG^f4nTEE ANALYSIS BY TYPE OF 
OOM^TTEE WITHIN COLLEGE 
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IKTERVIEW GUIDE 
TASK FORCE 4 

Ad Hoc ConBi3.ttee on Status of Women 

1. What are the criteria for selecting faculty, students, and staff 
for conmittees in the schools, departments, colleges, etc.? 

2. Are these criteria adequate for wide representation of faculty and 
students? 

3. How recently have these criteria been reviewed? 

4. What cOTmittees are you responsible for appointing? 

5. What committees are elected by peers such as students for student 
comnittees, faculty for faculty conroittees, etc.? 

6. What conmittees are selected from reconmendations by students, 
faculty and staff? 

7. Could you provide me with a list of the current menders of comnittees 
from each college? 



8. What total number of full time faculty do you have in your school/ 
department, of these how many are women? 

9. What total number of students do you have in the college, of these 
how many are women? 

10. What are the total number of staff in the college, of these how 
many are women? 

o 

ERIC 
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UNIVERSITV COUNCILS AND OONMimES 



Councils and Coonmlttees 


Men 


Faculty 
Women Total 


Percent 

Women 


Students 
Men Women Total 


Percent 

Women 


Academic Affairs, Coun- 
cil on 


9 


2 


11 


181 


1 


2 


3 


67t 


Academic Freedom and 
Responsibility, Coninit- 
tee on 


5 


0 


5 


01 










Academic Misconduct, 
Conmittee on 


4 


1 


S 


20% 


2 


0 


2 


0% 


Administrative Council 


28 


0 


28 


0% 










Admissions and Regis- 
tration Council on 


11 


1 


12 


81 










Athletic Coimcil ' 


5 


1 


6 


17% 






*** 




Campus Grievances, Ad- 
visory Committee on 


6 


0 


6 


0% 


1 


3 


4 


7St 


Canpus Planning Advisory 
Committee 


B 


0 


8 


0% 


2 


0 


2 


Ot 


Coranencement Committee 


17 


2 


19 


11% 


2 


2 


4 


sot 


Comiputer Coordinating 
Comnittee 


6 


0 


6 


0% 










Conference Committee of 
the Teaching Staff 


14 


1 


15 


7% 










Continuing Education, 
Administrative Advisory 
Conmittee on 


20 


0 


20 


0% 










Cultural Programs, Ad- 
visory Conmittee on 


10 


2 


12 


17% 


5 


2 


7 


29t 


Development Fund Board 


22 


1 


23 


4% 










Distinguished Teaching 
Alumni Awards Commit- 
tee for 


5 


0 


5 


0% 


3 


3 


6 


sot 
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Faculty S tudents 

^ Percent Percent 

Councils and Gomnittees Men Wongn Total Women Men Women Total Women 



Engineering Experiment 

M m. * A % * 



Station, Advisory 
Council 8 

Faculty Advisory Com- 
mittee to President 
and Trustees 7 

Faculty Council + 132 

Graduate Council + 59 

Honorary Degrees, 

Comnittee on 5 

Housing Appeals Panel 2 

Instruction and Re- 
search Conputer Cen- 



ter Advisory Committee 12 

Learning Resources Com- 
puter Center Advisoiy 



Gonmittee 15 

Library Council 10 

Mershon Committee on 
Education in National 
Security 7 

New Faculty Orientation 5 

08U Association Alumni 
* Advisory Board 24 

OSU Association Board 
of Directors 8 

OSU Research Fomdation 
Board of Directors 19 

Ohio Union Council 6 

Open Housirig Panel 6 

Parking and Traffic, 

Board of Appeals for 2 



ERIC 



0 


8 


01 


2 


0 


2 


0% 


0 


7 


0 % 










15 


147 


10% 


26 


7 


33 


21% 


0 


59 


01 










0 


5 


01 










0 


2 


0% 


1 


0 


1 


0% 


0 


12 


01 










0 


15 


0% 










0 


10 


0% 


0 


2 


2 


100% 


0 


7 


0% 










0 


5 


0% 










3 


27 


11% 










1 


9 


11% 










0 


19 


0% 










1 


7 


14% 


6 


3 


c* 

• 


33% 


0 


6 


0% 


3 


6 


3*** 0% 


2 


14 


50% 


1 


0 


1 


0% 
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/ 



FscuXty Stxidonts 

Percent Percent 



Councils and Connittees 


{4en Women Total 


Women 


Men Women Total 


Women 


Parking and Traffic, 
Comnission on 


10 


1 


11 


9 % 


2 


0 


2 


0% 


Patent Advisory Conrnit- 
tee 


6 


0 


6 


0% 


1 


0 


1 


0% 


Placement and Related 
Services Committee 


13 


8 


21 


38% 










Program Committee 
Faculty Council 


4 


1 


5 


00% 










Radiation Safety Com- 
’••mittee 


13 


0 


13 


0% 










Recognitions, Commit- 
tee on 


5 


3 


8 


38% 










Research Council 


23 


1 


24 


4% 


1 


1 


2 * 


cn 

o 


Rules, Committee on 


3 


0 


3 


0% 










Scholarship and Loan 
Committee 


12 


0 


12 


0% 


2 


1 


3 


33t 


Selective Service Ad- 
visory ConiJiittee 


7 


0 


7 


0% 










Student Advisory Com- 
mittee: 


















To the President 










7 


2 


9 


22t 


To the Vice Presi- 
dent for Academic 
Affairs 










2 


3 


5 


60% 


To the Executive 
Vice President 










4 


3 


7 


43% 


To the Vice Presi- 
dent for Business 
and Finance 










16 


1 


17 


6% 





To the Vice Presi- 
dent for Student 
Affairs 



6 1 



7 141 
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Faculty Students 

Percent Percent 

Councils and Coiraiittees Men Women Total Women Men Women Total Women 



To the Vice Presi- 



dent for University 
Development 










6 


4 


10 


40% 


To the Vice Presi- 
deht for Educational 
Services 










24 


2 


26 


8% 


To the Vice Presi- 
dent for Medical 
Affairs 










5 


1 


6 


17% 


To the Vice Presi- 
dent for University 
College 










5 


7 


12 


58% 


To the Executive 
Assistnat to the 
President 










2 


3 


5 


50% 


Student Affairs, Council 
on 


6 


2 


8 


2S% 


6 


1 


7 


14% 


University Press Edito- 
rial Board 


13 


0 


13 


Ot 










Water Resources Center 
Advisory Committee 
for the 


16 


0 


16 


0^ 










William Green Committee 
AFL Scholarship 


10 


0 


10 


0% 










Totals: 


638 


49 


687 


7% 


144 


54 


198 


CM 


Students § Faculty 
in the University 


2475 


529 


3004 


m 


28438 16661 


45009 


37 1 



Fbotnotes: 

-t' Includes alternates 

* One to be appointed 

' ** Three yet to be appointed 
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. liege and School (Jonmittee 



M-6 



CM 

I 



m 

rH 

♦ 



00 o 

K> iH 

• ♦ 



o% 

rH 

I 



CS| 

I 



I ^ 



00 

rH 

I 



O 

rH 

♦ 



I 



LO 



vO 

m 



ro 



vO 






ro 



O rH 
K> 



CSI 



rH 

ro 






12 





CD C 


•'i 


*J *3 


CO 


O 






0> 

oo 

0> 



iS§ 

2 i 



o 

CM 

r-j 



«w> 

lO 



CM 

K> 



CM 


o> 


00 


NO 




Cl 


00 


vO 


oo 






rH 


oo 


00 


cn 


o> 


Ch 


Cl 






Tf 




00 


VO 


to 


r^ 






rH 


O 








00 


rH 


rH 


rH 




00 




vD 


CM 


00 




00 




























"d 










0> 








O 




0> 


o> 


dP 


&f> 


CAP 


«N> 


4-» 


f>P 




#p 


4J 


<AP 






CTi 


CM 


00 


rH 


(/) 


CD 


1 


Cl 


t/) 


rs 


tfi 


CO 




CM 


rH 




;d 


•/> 




fM 


d 


rH 




•H 

r4 










in 








C/) 




V) 


CO 


































C 








cj 




3 


C 




00 


rH 




•§ 


OO 


ro 


rH 




00 






CM 


rH 


rH 


rH 


3 


CM 


rr 


CM 


3 


rH 


P 


3 


CM 
















4J 
















CO 








CO 




(/) 


CO 










o 








o 




o 


o 










z 








Z 




z 


z 




NO 


o 


CM 


ro 


t^ 


o 


CM 




LO 


00 


to 


CM 


rH 








1 










rH 




rH 


4 


+ 


1 


1 






1 


4 


+ 


1 


1 


1 


c#C> 




<AP 


CAP 


CAP 




CAP 


«AP 




dP 


dP 


dP 




o 




NO 


to 


o 


00 


rf 


CM 


LO 


LO 


NO 


r-i 


CM 






CM 




rH 






CM 




rH 




r^ 


cn 


o\ 


rH 


lO 


00 


ro 


00 




Cl 




rH 


ro 


Oi 


o 




CM 


CM 


CM 


cn 


CM 


rH 


CM 


CM 


rH 




rH 


rH 


CM 


CM 




rH 


LO 




ro 








CAP 


<AP 


CAP 


dP 


«AP 


CAP 


dP 


dP 


dP 


00 


NO 


CM 


ro 


00 


o 


NO 


00 






CM 


nr 



CM 



00 

00 



rH 



00 

LO 






Tf 

Ol 



LO 



rJ CO 

i-° 

• v> 
^ g a> 
d> o a> 

I'S-g 



\0 

ro O 

f-H ^ 



vO 



to 

ro 



LO 






o 

a\ 



if% 



LO 

00 



LO 



Cl 

o 



CM 

CM 






<M 



LO 



o 

vO 



a\ 

M 

CM 



00 



c^ 



to 

CM 



to 



CM 



00 



CM 



a> 

bfil 

0) 



Si 



3 



s g 

58 



■M 

CD (/) 

5 8 

OJ C 
•H 0) 

■S'O . J. 

•I"’ «6 

< < I 



u 

(U 



B 

•r^ g 



</) 

* 



"3 to t 



us 

o c 

iH O 

O *H 
•H U 

M cn 



(/) 



C 

a 



g 

•H 

CD 

O 

3 

S 



bO 

•S 

0> 

0> 

•§) 

<s 



CD 

0> 

•H 



i 



5 



to 

CU M 
off 8 

5.i 

i 9 

S CO 



2 



u 

CD 



4 J ' W 

a ^ 

O CU. 



I 

•§ 

PQ • 
•H 
CO" u 

Cd rH 
• H Cd 

a u 

< 8.3 



o 

ERIC 



.334 



Veterinary Medicine 12 74 4 % 74 4 | o 5 0 % 



Task Force 4 

College and School Coninittee Sumnary 



to 

rH 

+ 



to 

<N| rH 

I ♦ 



00 



s 



CtP 



o 






3.S 

o 



0) 

bO 






0) 


CNJ 


rH 




00 


CSJ 


00 


to 


iH 


a% 


00 




o\ 


00 


m 


00 


o 


CVJ 


CSJ 






in 




CM 


O 






TJ 




rH 












(D 










c 


df> 


dP 


4J 


dP 


dP 


dP 






O 


O 


1/) 


to 




O 




I 


O 

rH 






to 


CSJ 


o 

rH 










in 
























nH 

(d 

4-> 






"1 










rH 






to 








O 




CH 


CO 




rH 






H 






o 










V 

bO 

0) 






2 










(SI 


O 


vO 


O 


O 


O 





•§5 

£5 



3 : 



to 

CSJ 



o 



<tp 

to 



d^f> 

o> 



«tP 

o 



00 

o\ 



4> 

bO 

•agS 

4J *H iH 



ro 



vO 



o 



00 

to 



<J\ 



^o 




s i 


dP 

CO 


w g 


to 






s ^ 








>4 ^ 




S-a 


oo 




00 

rH 


S'- 




1 in 




g o 




0 o 


rH 


O 4^ 


CM 


4^ 





8 

•6 

(/y 



3 



^ O 

^ V) 
0> .0) 
•H 

f-H p 



CD 






(SI 



o\ 



S 

§ 

o 

*H 

■5 

£ 



VO 

to 



C4 

I 






00 

in 



<SJ M 



O 



<f5> 

o 



tn 

00 



cn 

8 

’3 

O 

tf) 



cd 



dP 

00 

cn 



to 

vO 



dP 

to 



to 

VO 



bO 

.5 

(/) 



<s 



o 

ERIC 



-33s 



ate School 



